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ABSTRACT 
 
School principals and teachers play a vital role of imparting the important skills required for 
successful learning performance and further education and training (Mahembe & 
Engelbrecht, 2013). Teachers are responsible for the production of quality primary and 
secondary school graduates who will constitute the future human capital base for the 
country to be able to achieve its competitive advantage. The role of the principal as a 
servant leader is vital to an academic institution such a school. A principal that adopts a 
servant leadership approach enables teachers and the School Management Team (SMT) to 
function as a collective and potentially improve or create an environment conducive for 
governance, teaching and learning. Therefore, effective leadership is essential to develop 
good schools with teachers that trust their leader, are satisfied in their jobs, feel 
empowered and will go beyond the call of duty. A principal as a servant leader, including a 
departmental head, can shape the school working environment to provide greater 
opportunities for exhibiting positive behaviors and outcomes that are likely to promote job 
satisfaction and organisational citizenship behaviour (OCB). 
 
The purpose of the current research study is to answer the question, “What is the influence 
of servant leadership on trust, psychological empowerment, job satisfaction and OCB 
amongst teachers at selected schools in the Western Cape Province?” 
 
In order to answer the research question explaining the hypothesised relationships, the 
research study developed a theoretical model and tested an explanatory structural model to 
explain the manner in which servant leadership influences trust, psychological 
empowerment, job satisfaction and organisational citizenship behaviour. 
 
The study was conducted using teachers drawn from selected schools in the Western Cape 
Province of South Africa. The participants were asked to complete five self-reporting 
questionnaires comprising the Servant Leadership Questionnaire (SLQ), the Leadership Trust 
Scale (LTS), Measuring Empowerment Questionnaire (MEQ), Job Satisfaction Scale (JSS), and 
the Organisational Citizenship Behaviour Scale (OCBS). A total of 203 (n=203) questionnaires 
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were returned out of a distributed total of 330 questionnaires. Item and dimensionality 
analyses were conducted on all of the dimensions using SPSS version 23. Subsequently, 
confirmatory factor analysis (CFA) was executed on the measurement models of the 
instruments used.  The proposed conceptual model was evaluated using structural equation 
modelling (SEM) via the LISREL version 8.80 software. It was found that both the 
measurement and structural models fitted the data reasonably well. The results indicated a 
significant and positive relationship between servant leadership and trust; servant 
leadership and psychological empowerment; servant leadership and job satisfaction; 
psychological empowerment and trust; psychological empowerment and job satisfaction; 
and psychological empowerment and OCB. However, there is a non-significant relationship 
between servant leadership and OCB. Furthermore, the relationship between job 
satisfaction and OCB is negative and insignificant.  This study will add significance to the 
body of knowledge by attempting to give insight as to whether servant leadership influences 
teachers towards engaging in extra role behaviours. The practical implications of the study 
and limitations are discussed as well as the direction for future research studies.  
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CHAPTER ONE 
INTRODUCTION, RESEARCH INITIATING QUESTION AND RESEARCH OBJECTIVE 
 
1.1. INTRODUCTION 
 
School principals and teachers play a vital role of imparting the important skills required for 
successful learning performance and further education and training (Mahembe & 
Engelbrecht, 2013). Teachers are responsible for the production of quality primary and 
secondary school graduates who will constitute the future human capital base for the 
country to be able to achieve its competitive advantage.  
 
Primary and secondary school education is compulsory for all South African citizens as it 
forms the fundamental building blocks for secondary and tertiary education, which 
emphasises the important role which school teachers play. The Personnel Administrative 
Measures, in terms of section 4 of the Employment of Educators Act (1998), the teacher’s 
core duties and responsibilities during and outside the formal school day include scheduled 
teaching time, relief teaching, extra and co-curricular duties, pastoral duties, administration, 
supervisory and management functions, professional duties, planning, preparation and 
evaluation. Due to the lack of specialist support, teachers take on various unpaid for support 
roles in addition to their teaching responsibilities, thus exhibiting organisational citizenship 
behaviour (OCB) (Collett, 2012).  
 
OCB refers to work-related behaviour that is discretionary, not directly or explicitly 
acknowledged by the formal reward system, and ultimately promotes the effective and 
efficient functioning of the organisation. Various studies have reported that employees who 
exhibit more OCBs are more satisfied in their jobs and committed to their organisations 
(Aslam, 2012; Foote & Tang, 2008; Mohammad, Habib, & Alias, 2011; Organ & Ryan, 1995; 
Veloen, 2016). Teachers perceive extra role, unrewarded and non-obligatory tasks to have a 
strong influence on themselves, their students and on their school as a whole (Oplatka, 
2009). Thus, recognising the significant relationship between OCB of teachers, the 
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performance of teachers and the quality of the teaching and learning process (Sriboonlue & 
Peemanee, 2013). The academic performance of learners is influenced by the teacher 
through classroom teaching (through educational activities in class) and extra and co-
curricular activities that require the teacher to spend more time with learners (Mahembe & 
Engelbrecht, 2014). All these extra-role efforts are neither paid for nor recognised by the 
formal reward system. It is therefore important to identify the behaviours that promotes 
the enactment of OCBs. It can, therefore, be argued that for one to engage in OCBs one 
should be at least experiencing some job satisfaction.  
 
Job satisfaction refers to the perception and attitude an employee has towards the 
organisation, their job role, their colleagues and other psychological objects in the working 
environment (Visser, Breed & van Breda, 1997). Previous studies indicate that satisfied 
employees are likely to engage in OCBs (Foote & Tang, 2008); are committed to their jobs 
(Wilke & Lanzetta; Bolino et al., 2002 as cited in Aslam, 2012) and their job performance is 
enhanced (Iwu, Gwija, Benedict, & Tengeh, 2013; Judge, Thoresen, Bono, & Patton, 2001). 
Other studies have also documented the positive outcomes of job satisfaction as higher 
employee morale (Houchard, 2005); lower absenteeism (Winters, 2014); and intention to 
quit (MacIntosh & Doherty, 2010; Manik, 2010; Medina, 2012); Protestant work ethics 
(linked with hard work) (Mahembe & Chipunza, 2014) among several other positive 
outcomes. Employees who experience adequate job satisfaction levels have a lower 
intention to quit their job and display more OCBs than their colleagues with low job 
satisfaction levels (Aslam, 2012). Werner (2007) affirms that only satisfied employees will go 
the extra mile and effectively contribute towards the overall functioning of the organisation. 
It is therefore important for principals to be aware of their employees’ job satisfaction and 
be cognisance of the nature of their motivation patterns whether they are motivated by 
extrinsic or intrinsic factors. One of the variables that is likely to lead to better job 
satisfaction and increased OCBs is the ability to allow the teachers to use their discretion in 
decision making through psychological empowerment and generally exercising their own 
decision making powers.  
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Employees also experience job satisfaction once they feel they are being empowered by 
their team members or supervisor, thus supporting the argument that psychological 
empowerment will be related to an individual’s performance and satisfaction (Spreitzer, 
1995; Spreitzer, Kizilos, & Nason, 1997; Thomas & Tymon, 1994 as cited in Theron, 2010). 
Saif and Saleh (2013) provide new empirical evidence of the significance of psychological 
empowerment and its influence on the creation of the organisational environment and job 
satisfaction.  
 
Furthermore, it was found that involving teachers in decision-making has positive 
implications for their job satisfaction levels, it is therefore reasonable to assume that 
teachers will engage in activities beyond their prescribed duties (Rice & Schneider, 1994 as 
cited in Bogler & Somech, 2004). Individuals that are empowered experience a sense of self-
determination when they feel they are not micro-managed and can be autonomous (Quinn 
& Spreitzer, 1997).  Therefore, it is proposed that leaders provide employees the 
opportunity to exercise their freedom to choose where and how they can contribute (Brown 
& Brown, 1996). Leaders (principals) are responsible for the empowerment of their 
employees (teachers). Leadership empowerment behaviours include meaningfulness of 
work, fostering participation in decision-making, expressing confidence in high performance, 
and encouraging autonomy. Leadership plays a pivotal role in the enhancement of 
psychological empowerment. One of the leadership styles that is likely to nurture 
employees’ empowerment  as well as  encourage them to exhibit more OCBs is servant 
leadership. 
 
The father of servant leadership, Robert Greenleaf, defined a servant leader as one whose 
mind and behaviour is centred on the development and empowerment of followers, while 
encouraging them to act as servant leaders themselves (Greenleaf, 1997; Newman, 
Scharwz, Cooper & Sendjaya, 2015). Therefore, the power of the servant leader lies in the 
leader’s ability to unleash the potential and thus the power of those around them (van 
Winkle, Allen, Devore, & Winston 2014). In a school setting, the principal as a servant 
leader, formulates a conducive environment where teachers collaboratively work towards a 
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joint vision to ultimately improve the school environment and its functioning (Cerit, 2009; 
Du Four, 2001).  
 
Servant leaders make followers go beyond their prescribed job requirements to exhibit 
OCBs (Ehrhart 2004; Mahembe & Engelbrecht, 2014). An employee’s willingness to engage 
in OCB is dependent on the leaders influence (Sha, 2007). Trust is a core element on how 
subordinates view their working relationship and the work environment. The subordinates 
will perceive the relationship as negative if there is no trust (Engelbrecht, Heine & 
Mahembe., 2014) 
 
Greenleaf (1977) and Howatson-Jones (2004) as cited in Dannhauser and Boshoff (2006), 
states that trust is the root and cornerstone of servant leadership. Thus, it can be argued, 
that a trusting relationship between a principal or supervisor and teacher is a key ingredient 
in the school environment. Findings of a study conducted by Lester and Brower (2003) show 
that employees who trust their leaders engage in better job performance, OCB and job 
satisfaction (Du Plessis, Wakelin, Nel , 2015).  
 
Although numerous studies have been conducted on OCB, job satisfaction, psychological 
empowerment, servant leadership and trust (Dannhauser & Boshoff, 2006; Mahembe & 
Engelbrecht, 2014; Mahembe & Engelbrecht, 2013; Vondey, 2010), most of the studies were 
conducted in corporate environments with the exception of a study conducted by Mahembe 
and Engelbrecht (2014) in the education sector. However, this study did not look at the 
whole spectrum of variables identified in the present study. It is also important to 
understand the influence of servant leadership on trust, psychological empowerment, job 
satisfaction and OCB in a school setting. Therefore, the overarching research question is: 
What is the influence of servant leadership on trust, psychological empowerment, job 
satisfaction and OCB among school teachers at selected schools in the Western Cape 
Province?  
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1.2. RESEARCH PURPOSE  
 
The main goal of this research study is to investigate how servant leadership influences 
trust, psychological empowerment, job satisfaction and OCB. The secondary goal is to 
validate the five variable theoretical model exploring the structural relationships between 
these variables in the South African school system at selected schools in the Western Cape 
Province.   
 
The sub-questions are: 
 
• How does servant leadership influence teachers’ perception of trust in the leader? 
• How does servant leadership influence psychological empowerment of teachers? 
• How does servant leadership influence job satisfaction of teachers? 
• How does servant leadership influence OCB of teachers?  
• How does psychological empowerment influence teachers’ perception of trust in the  
   leader? 
• How does psychological empowerment influence job satisfaction of teachers? 
• How does psychological empowerment influence OCB of teachers? 
• How does job satisfaction influence OCB of teachers?  
 
1.3. OBJECTIVES OF THE STUDY   
 
Although the sub research questions are expected to tally directly with the research 
objectives, the research objectives were collated in order to improve the presentability. The 
sub research questions are collated and indicated in the first objective.  Therefore from the 
research questions the following objectives were formulated to guide this study: 
 
 To determine the nature of the relationships among the variables identified in the 
study. 
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 To determine the goodness of fit of the hypothesized model depicting the manner in 
which servant leadership influences trust, psychological empowerment, job 
satisfaction and OCB among school teachers at selected schools in the Western Cape 
Province.   
 
1.4. SIGNIFICANCE OF THE STUDY  
 
Within the education sector teacher motivation is influenced by both internal and external 
factors namely, the Principal, the school management team (SMT), parents, socio-economic 
factors, Government, and the Department of Education (Iwu, et al., 2013). Teachers have to 
face multiple challenges which impact on their motivation to perform well. Thus, it is crucial 
to understand what influences teachers negatively or positively in a direct or indirect way. 
This study of the influence that servant leadership has on trust, psychological 
empowerment, job satisfaction and OCB will add significance to the body of knowledge by 
attempting to give insight as to whether this type of leadership influences teachers towards 
engaging in extra role behaviours. Teachers are often expected to go the extra mile when 
assisting students especially those students who are slow learners, it is therefore important 
to cultivate the OCB attitude among teachers for eventual learning success among students. 
 
The results of this study may guide policy makers, departmental officials, principals and 
educational practitioners to take appropriate actions to rectify or improve the working 
conditions of teachers. This research could thus assist in the development of policies and 
interventions to create an environment or condition(s) in which teachers would be more 
satisfied, go beyond the call of duty and hopefully reduce the negative effects that job 
dissatisfaction has on the educational system and the future of learners. The execution of 
this study is therefore important as it will also give future researchers theoretical and 
empirical evidence for future research studies.    
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1.5. STRUCTURE OF THE THESIS  
This research investigation consists of five chapters.  
 
Chapter one consists of the introduction, the purpose of the research, the objectives of the 
study, the significance of the research investigation and the structure of the thesis. 
 
Chapter two presents an outline of the theoretical underpinnings behind the topic under 
investigation and the conceptual definitions of the constructs used in the study. The theory 
of how servant leadership, trust, psychological empowerment and job satisfaction has an 
influence on organisational citizenship behaviour is examined.  
 
Chapter three provides an overview of the methodology utilised to execute the research. 
The research methodology includes the research design, sampling strategy, data collection 
methods, psychometric properties of the measuring instruments and the statistical 
techniques.  
 
Chapter four presents the findings of the study based on the empirical analysis of the data 
obtained.  
 
Chapter five provides a detailed discussion of the salient results emanating from the 
findings obtained in the study. Conclusions are drawn based on the obtained results and 
integrated with existing literature. Furthermore, theoretical and practical implications of the 
results are highlighted, limitations of the study are outlined and directions for future 
research are presented.  
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.1 INTRODUCTION 
 
The majority of practitioners, researchers and behavioural scientists are of the opinion that 
leadership is an authentic phenomenon that is imperative for organisational effectiveness 
(Graham, 1991). The term leadership has been commonly utilised and widely discussed in 
various academic disciplines such as education, psychology, philosophy and public 
administration.  Researchers in the positive psychology field have recognised that effective 
and high quality leadership is imperative for promoting employee engagement, fostering 
team effectiveness, and organisational development and success (Mahembe & Engelbrecht, 
2013).     
 
Globally, organisations recognise the role that leadership plays in psychological and physical 
well-being, as well as job performance of employees (Du Plessis, Wakelin & Nel, 2015). One 
of the contemporary leadership styles that have become popular and significant in positive 
psychology is servant leadership. The servant leadership style promotes the empowerment 
of others which more likely leads to followers demonstrating positive work behaviours and 
outcomes (Mahembe & Engelbrecht, 2014). Since servant leadership is exhibited through 
developing and empowering followers, by providing guidance and mentoring, subordinates 
are likely to feel empowered (Van Dierendonck & Nuijten, 2011). Patterson (2003) states 
that the relationship between servant leadership and empowerment does not come as a 
surprise, given that the principles of empowerment are at the heart of servant leadership. 
Servant leadership is an altruistic leadership style that contributes to the fostering of 
positive attitudes in followers, most notably organisational citizenship behaviour (OCB) 
(Sendjaya, Sarros, & Santorra, 2008).   
 
Servant leaders make followers go beyond their prescribed job requirements to exhibit OCB 
(Mahembe & Engelbrecht, 2014). An employee’s willingness to engage in OCB is dependent 
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on the leader’s influence (Sha, 2007). Trust is a core element to how subordinates view their 
working relationship and the work environment. The subordinates will perceive the 
relationship as negative if there is no trust (Engelbrecht et al., 2014). Lester and Brower 
(2003) noted that employees who trust their leaders engage in better job performance, OCB 
and job satisfaction (Du Plessis et al., 2015). Psychologically empowered employees given 
the autonomy to exercise their own discretion in decision making are likely to engage in 
OCBs (Du Plessis, et al., 2015)  
 
The literature review discusses the definition and conceptualisation of the latent variables. 
Thereafter, the relationship between these variables will be reported on leading to the 
development of a theoretical model. 
 
2.2 CONCEPTUALISING OCB 
 
Over the past three decades, a substantial increase of interest in OCB has been shown. OCB 
as a concept has gained considerable popularity, which is supported by a plethora of 
scholarly articles documenting OCB as an important outcome of work behaviour (Mahembe, 
Engelbrecht, Chinyamurindi, & Kandekande, 2015; Unal, 2013).  Employees who engage in 
positive work behaviours are characterised as good citizens as organisational citizenship 
behaviours (OCB’s) promote organisational effectiveness, enhances work performance, and 
positively contributes towards overall organisational functioning and survival (Lavelle, 2010; 
Mahembe & Engelbrecht, 2014; Ozturk, 2010). Organ (1990, pp. 43-72) as cited in Unal 
(2013) itemised positive work behaviours and actions as follows:  
 
 expressing a personal interest in the work of others (helping others) 
 staying late or working weekends 
 providing suggestions for improvement 
 performing at levels that exceed enforceable standards 
 caring for organisational property 
 punctuality 
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 willingness to endure occupational cost  
 refraining from expressing resentment and complaining about insignificant matters. 
 
Since its inception, there has been numerous definitions and conceptualisations of OCB, 
with Organ’s (1988) conceptualisation as the most widely accepted (Mahembe et al., 2015). 
Organ (1988) defines OCB as work-related behaviour that are discretionary, not directly or 
explicitly acknowledged by the formal reward system, and summatively promote the 
effective and efficient functioning of the organisation. According to Katz and Khan (1978), 
OCB has been defined as constructive and cooperative work behaviours that go beyond 
traditional job requirements, essential to the successful functioning of an organisation. 
 
2.2.1 Dimensions of OCB 
 
OCB is a multidimensional concept with overlapping dimensions and themes. Seminal works 
on OCB focused on identifying themes to operationalise the concept (see Table 2.1). 
According to Ucho and Atime (2013), Smith, Organ and Near (1983) initially proposed two 
dimensions namely, altruism and general compliance. General compliance was 
deconstructed and additional constructs were formed, thus identifying the five dimension 
taxonomy of OCB proposed by Organ (1988).  
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Table 2.1 
 
The dominant themes of organisational citizenship behaviour 
 
Researcher Themes 
  
Smith, Organ and Near (1983) Altruism and generalised compliance 
Organ (1988) Altruism, conscientiousness, sportsmanship, civic virtue, 
courtesy 
Lin (1991) Identification with the organisation, assistance to colleagues, 
harmony, righteousness, discipline, self-improvement 
Williams and Anderson (1991) Organisational citizenship behaviour (OCBI) and Organisational 
Citizenship behaviour organisation (OCBO) 
Van Dye, Graham and Dienesch (1994) Loyalty, obedience, social participation, functional participation 
Moorman and Blakely (1995)  Interpersonal helping, individual initiative, personal industry, 
loyal boosterism 
Van Scotter and Motowidlo (1996) Interpersonal facilitation and job dedication 
Farh, Early and Lin (1997) Identification with the company, altruism toward colleagues, 
conscientiousness, interpersonal harmony, protecting company 
resources  
Podsakoff, MacKenzie, Paine, and 
Bachrach (2000) 
Helping behaviours, sportsmanship and civic virtue, 
organisational loyalty, organisational compliance, individual 
initiative, self-development 
Source: Extracted from Mahembe, B., Engelbrecht, A.S., Chinyamurindi, W., & Kandekande, L.R. 
(2015). A study to confirm the reliability and construct validity of an organisational citizenship 
behaviour measure on a South African sample. SA journal of Industrial Psychology, 41(1), Art. #1289, 8 
pages. 
 
The five dimensions of OCB as proposed by Organ (1988) are widely accepted across the 
globe and are considered as one of the standard measures of this concept. The five 
dimensions which form the underlying factor structure of the organisational citizenship 
behaviour scale (OCBS), designed by Podsakoff, Mackenzie, Moorman and Fetter (1990), are 
namely altruism, conscientiousness, sportsmanship, courtesy and civic virtue (Organ, 1988).  
These five dimensions are briefly discussed:   
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2.2.1.1 Altruism 
Altruism refers simply to the degree of willingness an employee exhibits when helping 
another employee with task related matters (Unal, 2013). This can include tasks such as 
helping a colleague with a problem, voluntarily orientating a new employee, sharing 
strategies, showing employees how to accomplish challenging work-related tasks and 
teaching employees beneficial and useful knowledge or skills (Unal, 2013).  
 
2.2.1.2 Conscientiousness 
Conscientiousness refers to the degree to which the employee would go beyond the basic 
role requirements of the organisation, in terms of observing the rules and regulations, 
working diligently, not taking extended breaks, attendance, punctuality, working overtime 
with no extra pay (Farh & Organ, 2004; Unal, 2013). 
 
2.2.1.3 Sportsmanship 
Sportsmanship refers to the display of willingness to tolerate trivial and temporary 
shortcomings such as minor grievances and inconveniences by staff members. 
Sportsmanship involves the preserving of a positive attitude and good spirit amidst 
challenging work circumstances while accomplishing work-related tasks (Sha, 2007).  
 
2.2.1.4 Courtesy 
Courtesy refers to discretionary behaviour demonstrated by employees in the interest of 
preventing and avoiding future workplace problems and conflicts (Farh et. al, 2004; Unal, 
2013). A courteous employee is described as an individual who performs thoughtful and 
considerate gestures toward fellow colleagues. Additionally, a courteous employee avoids 
creating problems for co-workers by reducing intergroup conflict (Ishak & Alam, 2009; Unal, 
2013). Courtesy can be demonstrated by regularly communicating and informing co-workers 
in advance regarding decisions that affect the work of co-workers (Sha, 2007).  
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2.2.1.5 Civic Virtue  
Civic virtue refers to the interest, constructive involvement, and participation of an 
employee, in the activities of the organisation. This dimension consists of those behaviours 
such as attending and actively participating in meetings and managerial events; engaging in 
policy debates, as well as expressing one’s opinion on the implementation of policy changes 
(Ishak & Alam, 2009). An employee that displays civic virtue will show commitment to the 
organisation by looking out for the institution’s best interest.   
 
For the purpose of this study, the questionnaire developed by Podsakoff et al. (1990) will be 
used, as the five dimensions of Organ (1988) forms part of the items of the scale.  
 
2.3 CONCEPTUALISING JOB SATISFACTION 
 
The concept of job satisfaction has received much attention over the past number of 
decades due to its broad applicability, which is evident by the plethora of scholarly articles 
conducted within the field of industrial and organisational psychology (Bull, 2005; George, 
Louw & Badenhorst, 2008; Heritage, Pollock & Roberts, 2015; Mahembe & Chipunza, 2014). 
 
Job satisfaction is expressed as an individual’s view and assessment of his or her occupation 
which is influenced by distinctive expectations, needs and values. Therefore, working 
individuals assess their jobs based on aspects which are significant to them. These 
important aspects identified are work, salary, job advancement, recognition, benefits, 
working conditions, supervision, workgroup, company and management (Sempane, Rieger, 
& Roodt, 2002).  
 
Job satisfaction can be defined as an attitude which concerns a number of fundamental 
dimensions such as distinct perceptions about one’s job, emotional feelings toward it, and 
behavioural intentions (Isen & Baron, 1991). According to Spector (1997), job satisfaction is 
an attitudinal variable evaluating the extent to which employees enjoy their jobs and the 
different dimensions thereof.  Furthermore, Visser, et al. (1997, p.19) defines job 
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satisfaction as “the attitude of workers toward the company, their jobs, their fellow workers 
and other psychological objects in the work environment.” 
 
From these many views one can deduce that job satisfaction is an attitude people have 
toward their jobs which can be influenced by various basic aspects, their previous 
experiences and their working environment.  
 
2.3.1 Theories of Job Satisfaction 
It is vital to have an understanding of people at work and what motivates them in order to 
understand job satisfaction as a positive outcome in organisational psychology (Bull 2005). 
Grobler, Warnich, Carrell, Elbert and Hatfield (2006) define motivation as a force that 
energizes the behaviour of an individual, gives direction to that behaviour, the inspiration to 
persevere under challenging circumstances. This motivational process starts with an 
unsatisfied need which creates tension and drives an individual to find particular goals. Once 
these goals are achieved, the individual will be satisfied and thus the tension is reduced 
(Robbins, 1992).  
 
Early theories of motivation were developed during the decade of the 1950’s and are 
probably still considered as the most influential theories of employee motivation, although 
they are under criticism in terms of their validity (Robbins, 1992). Maslow, Alderfer, 
McClleland and Herberg’s motivational theories are the most prominent and common 
theories which focused on employees’ needs for job satisfaction and organisational 
performance (Heritage et al., 2015; Luthans, 1998; Robbins, Odendaal & Roodt, 2003). 
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2.3.1.1 Maslow’s Hierarchy of Needs Theory 
Maslow’s Hierarchy of Needs theory is perhaps the best-known theory of motivation 
(Grobler et al., 2006).  
 
Maslow believed that once basic needs arise, tension develops and energy is directed 
towards the need to satisfy it. Maslow hypothesised that every individual has five levels of 
needs and placed those needs in order of importance.  
 
Robbins (1992), Grobler et al. (2006), and Wofford (1982) summarised these needs on five 
levels (see figure 2.1):  
 
1) Physiological needs 
2) Safety needs 
3) Social needs 
4) Esteem needs 
5) Self-Actualization needs 
 
Level 1 needs includes hunger, thirst, shelter, sex, and other essential bodily needs. These 
needs are primary needs and once these needs are satisfied individuals move on to level 
two needs. An example of this would be when physiological needs could be satisfied 
through a pleasant and comfortable environment and working conditions in which 
employees interact and have adequate meals and holidays (Hutchinson, 2003; Roberts, 
2005).  
 
 
Level 2 needs includes security and protection from physical and emotional harm. An 
example of this would the need for job security (Bull 2006; Roberts, 2005). Once these 
needs are satisfied the individual will move on to level three needs.  
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Level 3 needs includes affection, a sense of belonging, acceptance, and friendship. An 
example of this would be when colleagues and supervisors interact with one another, and 
then their social needs are satisfied (Smith & Cronje, 1992). Once these needs are satisfied 
the individual will move onto level four needs.  
 
Level 4 needs includes self-respect, autonomy, and achievement (internal factors); and 
status, recognition, and attention (external factors). An example of this would be when 
supervisors recognise and reward high performance employees (Smith & Cronje, 1992). 
Once these needs are satisfied the individual will move onto level five needs.  
 
Level 5 needs includes the drive to become what one is capable of becoming which includes 
growth, achieving, one’s potential, and self-fulfillment. This level of needs is the highest 
where individuals reach their peak. An example of this would be where individuals have the 
opportunity to reach their full potential and utilize their skills and talents (Grobler et al., 
2006) and Glueck (1974 as cited in Bull, 2005).  
 
Figure 2.1 
 
Maslow’s Hierarchy of Needs Theory 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Extracted from Boone, L. E., & Kurtz, D. L.  (1992). Management. New York: McGraw-Hill 
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2.3.1.2 Alderfer’s ERG Theory 
According to Robbins (1992), Maslow’s theory was revised and modified to align work with 
more empirical research. Instead of five needs which are organised hierarchically, Alderfer’s 
theory is based on the three following needs: existence, relatedness, and growth, thus 
known as the ERG theory. 
 
Existence refers to the basic needs of existence which corresponds to Maslow’s 
physiological and safety needs. Relatedness is the need to maintain interpersonal 
relationships which correspond to Maslow’s social and esteem needs. Growth is the intrinsic 
need for personal growth which corresponds to Maslow’s self-actualization needs (Yang, 
Hwang & Chen, 2011).  
 
The ERG theory does not rank needs in any particular order, such as Maslow. Alderfer 
recognised that more than one need may operate at a given time. Alderfer (1972) has two 
hypotheses which are forms of movement which motivates a person namely, the 
satisfaction-progression and frustration-regression. This suggests that when a person is 
satisfied, he or she will progress up the hierarchy and when a person’s necessities are 
frustrated at higher level, it results to movement down the hierarchy. 
 
2.3.1.3 McClelland’s Theory of Needs  
David McClelland and others have proposed that there are three major relevant motives or 
needs in the workplace which explains employee motivation and satisfaction. These motives 
or needs in the workplace were summarised by Luthans (1998) and Robbins (1992) (see 
Figure 2.2). 
 
The need for achievement: the motivation to do extremely well, set new records and the 
desire to do something more efficiently than it has been done before.  
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The need for power: the need to influence others behaviour in a way that they would have 
not behaved otherwise.  
 
The need for affiliation: the need to be friendly and to establish and restore close friendly 
relationships.  
 
Figure 2.2 
 
McClleland’s Theory of Needs 
 
 
 
 
 
 
 
 
 
Source: Extracted from Sha, N. (2007). A study of the relationship between job satisfaction and procedural 
justice experienced by employees in a brick manufacturing company and their organisational citizenship 
behaviour. (Unpublished masters thesis). University of the Western Cape, Cape Town, South Africa.  
 
2.3.1.4 Herzberg’s two-factor Theory of Needs 
Herzberg’s two-factor theory of needs aimed to determine the effect attitude has on 
motivation.  Factors that are related to the satisfaction of employees are called motivators, 
while factors contributing towards job dissatisfaction are called hygiene factors (Bull, 2005). 
Factors leading to job satisfaction are separate and distinct from those that lead to job 
dissatisfaction (see Table 2.2). For example, remedying the causes of job dissatisfaction will 
not create satisfaction. If an employee is working in a hostile environment, and receives an 
increase in salary or promotion, it will not make an employee satisfied. However, hygiene 
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factors and motivators play an important role in the performance of the individual (Bull, 
2006).  
 
The criticism against Herzberg’s two-factor theory is that the relationship motivation and 
dissatisfaction is too simplistic as well as the relationship between sources of job 
satisfaction and dissatisfaction (Smith & Cronje, 1992). 
 
Table 2.2 
 
Herzberg’s two-factor theory 
 
Factors of satisfaction Factors of dissatisfaction  
  
Achievement Company policies  
Recognition Supervision 
The job itself Relationship with supervisors and colleagues 
Responsibility Work conditions 
Advancement Salary 
Growth Status 
 Security 
  
Source: Adapted from Tietjen, M.A., & Myers, R.M. (1998). Motivation and job satisfaction. 
Management Decision, 36(4), 226-231. 
There is a strong overlap of job satisfaction theories explaining human motivation. The most 
common and popular motivational theories were discussed in this chapter. There are 
volumes of job satisfaction theories, however, for the purpose of this study the three-factor 
model (job itself, working conditions and employee relations) will be used as a measure to 
assess job satisfaction. The dimensions will be briefly discussed.  
2.3.2 Dimensions of Job Satisfaction  
The dimensions which will be discussed below are: work itself, working conditions and 
employee relations.  
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2.3.2.1 Work Itself  
The work itself plays a vital role in determining the satisfaction levels an employee 
experiences in his or her job (Sha, 2007).  The level of job satisfaction is significantly 
impacted by the nature of the work that is performed (Bull 2006). Furthermore, an 
employee that is provided with opportunities to learn and develop, and is mentally 
stimulated will experience feelings of job satisfaction. Robbins (1992) substantiates that jobs 
which are interesting, offer a challenge and great freedom will provide motivation to 
employees. 
 
According to Manik (2009), increased workload due to the OBE system, in addition to the 
lack of appreciation of educators efforts in South African schools have encouraged 
educators to leave the country. Educators feel that due to their workload they feel 
overworked and underpaid. One of the interviewees stated that their class sizes have 
increased to double than what it was initially, thus increasing their workload and their stress 
levels, and decreasing their satisfaction (Manik, 2009). Saari and Judge (2004, p. 398) state 
that “to understand what causes people to be satisfied with their jobs, the nature of work is 
the first place to look.” 
 
2.3.2.2 Working Conditions   
Working conditions are one of the factors which influence job satisfaction (George et al., 
2008).  Working conditions are the physical surroundings as well as the culture and climate 
of the workplace (Pretorius & de Villiers, 2009; Wofford, 1982). Evidence clearly shows that 
a working environment that has enough ventilation and light as well as surroundings which 
are clean, healthy, comfortable and equipped causes an effect on an individual’s level of job 
satisfaction (Wofford, 1982). When physiological and safety needs are threatened, job 
satisfaction levels decrease. An example of this would be extreme levels of temperature, 
humidity and noise which can impact an individual’s health on the job. Once individuals or 
employees are aware that their physical or mental health is being threatened then their job 
satisfaction and productivity decreases as they know that they are in danger (Wofford, 
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1982). Research indicates that job satisfaction is negatively affected when there is violence 
and crime in the workplace (Hinks, 2009). Bishay (1996) substantiates this by stating that 
the attitude and behaviour of educators towards their work is determined by the working 
environment in which the educators find themselves in.  
 
Pretorius and de Villiers (2009) conducted a research study to assess educators’ perceptions 
of school climate, specifically, organisational health. Hoy, Tarter and Kottkamp (1991) 
developed five dimensions of organizational health namely, institutional integrity, collegial 
leadership, resource influence, teacher affiliation, and academic emphasis to excel.  The 
findings indicate that a healthy school will have more dedicated, loyal and satisfied 
principals and educators which, in turn, bring about confident, secure and highly motivated 
individuals. Luthans (1998) corroborates this by stating, people are more motivated to work 
if the environment is clean and friendly.   
 
2.3.2.3 Employee Relations   
Employee relations refers to a company's efforts to manage relationships among co-workers 
and employee-employer relationships. An organisation with healthy employee relations will 
be perceived as fair. Consequently, employees will be committed, loyal and satisfied (Ting, 
1997).  
 
Researchers agree that having co-workers who are friendly and supportive contributes 
positively toward job satisfaction levels (Luthans, 1998). Luthans (1998) suggested that 
when co-workers are collaborative and co-operative then there is an impact on the level of 
job dissatisfaction or job satisfaction. Morrison (2004) supported this view as empirical 
evidence proves that there is a positive relationship between co-worker relations and job 
satisfaction.  
 
Wharton and Baron (1991) conducted studies which indicated that the relationship between 
both the co-workers and the supervisor are essential for job satisfaction. Supervisors may be 
the most important individuals in determining the satisfaction of employees due to their 
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control of the work distribution and the rewards. The supervisor’s leadership styles 
influence the job satisfaction of individual employees. Supervisors who are considerate and 
concerned about employees could have an increase in job satisfaction on employees (Bull, 
2006). According to Ting (1997 as cited in Bull, 2006), high levels of job satisfaction are 
experienced by individuals when supervisors are supportive and cooperative when work 
tasks need to be completed and duties to be performed.   
 
2.4 CONCEPTUALISING PSYCHOLOGICAL EMPOWERMENT 
 
The concept of psychological empowerment is widely accepted in both management 
practice and theory (Conger & Kanungo, 1988; Wang & Lee, 2009, as cited in Cingoz & 
Kaplan, 2015). A plethora of research has been conducted over the past two decades 
refining the concept of psychological empowerment and also exploring its antecedents and 
consequences (Wang & Lee, 2009). Psychological empowerment affects a broad range of 
outcomes in an organisational context, namely job satisfaction, innovative behaviour, 
intention to leave, organisational citizenship behaviour, employee creativity and innovation, 
job performance and organisational learning (Cingoz & Kaplan, 2015).  
 
There are various approaches to empowerment, namely a leadership approach, structural 
approach, and motivational approach (Menon, 2001). However, it has been conceptualised 
more as a motivational construct. Psychological empowerment reflects an “active, rather 
than a passive orientation toward work roles” (Spreitzer, 1995, p. 1444). Psychological 
empowerment refers to psychological states shaped by the work environment, making 
sense of an individual’s work roles and the active engagement of individuals (Wang & Lee, 
2009).  
 
Conger and Kanungo (1988) referred to psychological empowerment as a process whereby 
one’s belief in him or herself is enhanced. Therefore, the conceptualisation of psychological 
empowerment is viewed as a motivational concept of self-efficacy (Taston, 2013).  
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2.4.1 Dimensions of Psychological empowerment 
Thomas and Velthouse (1990) defined psychological empowerment broadly as increased 
intrinsic motivation manifested in a set of four cognitions reflecting an individual’s 
orientation to the work role: meaning, competence, self-determination and impact (Tastan, 
2013). Psychological empowerment is a multi-faceted construct and the 
cognitions/dimensions are discussed below.  
 
2.4.1.1 Meaning 
Aksel, Serinkan, Kizilogulu and Aksoy (2013) refer to meaning as the value placed on work in 
relation to an individual’s own ideals, beliefs, values and standards. Work is meaningful to 
individuals when personnel understand the importance of their job for themselves and the 
organisation, thus, they pay more attention to their role and duties (Najafi, Noruzy, 
KhezriAzar, Nazari-Shirkouhi, & Dalvand, 2011). When employees find work meaningful, the 
outcome is that they work better and take pride in what they do and accomplish (Najafi et 
al., 2011).  
 
2.4.1.2 Competence 
According to Spreitzer (1995) and Thomas and Velthouse (1990), competence is the degree 
to which an individual believes they can perform tasks and activities skilfully. This is the self-
confidence of individuals in their personal abilities to fulfil their assigned duties or tasks. In 
addition, there is also the belief that they can utilise the resources provided by the 
organisation to perform and fulfil their responsibilities (Najafi et al., 2011). 
 
Cingoz et al. (2015), defined competence as vital skills and abilities that individuals require 
to perform a job. Individuals will feel insufficient if they do not have the self-belief in their 
abilities. This notion was explored by Bandura (1977) and may be related to self-efficacy.  
Thomas and Velthouse (1990) pointed out that individuals who are likely to avoid situations 
where they are required to apply their skills have a low level of self-efficacy. However, 
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individuals who are willing to take on a challenging task are individuals with a high-self 
efficacy.   
 
2.4.1.3 Self-determination 
Self-determination refers to an individual’s sense of control and autonomy over his or her 
work activities (Spreitzer, 1995). Employees feel empowered when they form part of 
decision-making, have an opportunity to exercise authority, and have the freedom to 
choose the extent to which they can contribute (Theron, 2010). Employees that do feel 
micro-managed will experience a sense of self-determination through their autonomy 
(Spreitzer, 1995). Sauer (2003), states that if self-determination is non-existent, an 
employee will most likely feel a sense of helplessness, as they are not given the opportunity 
to engage in autonomous acts.  
 
2.4.1.4 Impact  
Impact refers to the degree to which an individual may have an influence on work outcomes 
strategically, administratively and operationally (Ashforth, 1989). Impact refers to the 
amount of control an individual has over their jobs, the influential impact they have over 
pertinent organisational matters, and the accomplishment felt in achieving the objective of 
a particular task (Spreitzer, 2016; Theron, 2010). An employee that feels that he or she can 
contribute positively towards the workplace, as well as get a sense of progression towards a 
goal or task, increases the job satisfaction level of that individual (Spreitzer, 2016). 
  
2.5 CONCEPTUALISING TRUST 
 
The concept of trust is a key phenomenon documented among various social sciences and 
has been mainly concerned with issues associated to trust in an organisational context 
(Blois, 1998). Trust is a vital element in every relationship where two or more human beings 
are in interaction with each other. Trust is a significant factor in the relationship between an 
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organisational leader and employees. Leadership has an influence on how positively an 
employee perceives the work environment (Engelbrecht, Heine & Mahembe, 2014). When 
employees perceive that their company’s organisational processes and systems are sensible, 
trustworthy and expectable then they will engage in their work (Albrecht, 2010). Therefore, 
substantiating that trust is an important factor for effective relationships as well as 
organisational effectiveness, functioning and performance (DePasquale & Geller, 1999; 
Heine, 2013).  
 
Although there is an increase in research studies on trust as a concept, there are differences 
of opinion regarding its definition. The most commonly cited definition of trust is the extent 
to which people are willing to rely on others and make themselves vulnerable to them 
(Mayer, Davis, & Schoorman, 1995; Tschannen-Moran & Hoy, 2000).  
 
Six (2007) defines interpersonal trust as a psychological state involving the intention to 
accept vulnerability to the actions that are significant to the individual. McAllister (2005) 
defines interpersonal trust as the degree to which an individual is confident in, and willing to 
act on the basis of, the decisions, utterances and actions of another. Chinomona (2013) 
established the definition of trust as “an employee’s trust in his or her leader as a 
psychological state involving positive expectations about the leader’s intentions or 
behaviours with respect to oneself in situations entailing risk” (p. 407).  
 
Having trust in someone is a risk, as there is an expectation that the particular individual 
may not fulfil it. Thus, a person who perceives another as trustworthy will therefore trust 
that particular individual. Trust between individuals does not only exist because of an 
individual’s personality but by earning that person’s trust and demonstrating trust-related 
characteristics. A leader that displays trust-related characteristics such as caring, 
compassion and honesty, among other positive qualities, of another can prove that he or 
she is worthy of a subordinate’s trust (Heyns & Rothmann, 2015).  
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Geller (1999) proposed two dimensions of interpersonal trust, namely confidence in the 
ability of others and confidence in the intentions of others. The two perspectives employees 
have about interpersonal trust are that; 1) the employee trusts in a colleague’s ability but 
mistrust his or her intentions, and 2) the employee trusts a colleague’s intention but 
mistrusts his or her ability on a specific job task (Bakiev, 2013).  
 
2.5.1 Antecedents and model of trust 
Trust and trustworthiness are two distinct constructs. Trusting refers to something that the 
trustor does (action), and trustworthiness refers to the characteristics of a trustee that 
inspires trust (Heyns & Rothman, 2015). Thus, trustworthiness precedes trust (Zeffane, 
2010).  
 
A model was developed which separates trustworthiness from trust. This model illustrates 
the antecedents of trust, which are the factors of perceived trustworthiness (Meyer et al., 
1995).  The three factors are namely, benevolence, competency (ability) and integrity.  
According to Kenexa (2012), these three antecedents explain up to 80% of the decision to 
trust.  
 
a) Ability (competence) refers to a “group of skills, competencies, and characteristics that 
enable a party to have influence within some specific domain” (Mayer et al., 1995, p. 717). 
When an individual demonstrates ability in specific competencies required of the specific 
job or given task, that person will therefore be trusted.   
 
b) Benevolence refers to the leader’s intention and disposition to do good to the follower. 
The follower that recognises the willingness of the leader to do well, will give the follower 
the indication that he or she is trustworthy.  
c) Integrity refers to the follower’s perception that the leader obeys set standards, values, 
morals and principles that are acceptable. Integrity plays a vital role in the relationship 
between a leader and subordinates, as the leader will establish a relationship of trust 
 
 
 
 
27 | P a g e  
 
(Moorman & Grover, 2009). People who trusts their leaders are more likely to engage in 
extra-role behaviours and go beyond the call of duty (Mayer & Gavin, 2005).   
 The factors of perceived trustworthiness therefore have a strong impact on the trust 
between leader and follower. This is depicted in Figure 2.3.  
 
 
Figure 2.3 
Integrated model of interpersonal trust  
 
 
 
 
 
 
 
Source: Extracted from Heyns, M., & Rothmann, S. (2015). Dimensionality of trust: An analysis of the 
relations between propensity, trustworthiness and trust. SA Journal of Industrial Psychology, 41(1), 1-12. 
 
A research study conducted by Engelbrecht and Cloete (2000) aimed at examining the 
validity of Meyer et al.’s (1995) model in the South African context and discovered a 
significant relationship between the factors of perceived trustworthiness and interpersonal 
trust.  
In a research study conducted by Bews and Uys (2002) five facilitators of trustworthiness 
were identified of which the first three are similar to Meyer et al.’s (1995) factors of 
trustworthiness. The additional two variables are personality factors (refers to emotional 
stability, agreeableness, openness to experience, conscientiousness and extraversion) and 
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openness (refers to the stream of information on both on a personally and functionally) 
(Heine, 2013). The interrelationship of the five facilitators is used as a benchmark by the 
follower to evaluate the trustworthiness of the leader. If the leader is perceived as 
trustworthy, there will be trust between the follower and the leader because of the vitally 
important relationship that benevolence, integrity and ability have with trust (Colquitt, 
Scott, & LePine, 2007). 
 
2.6 CONCEPTUALISING SERVANT LEADERSHIP 
 
There is a lack of a clear definition of servant leadership (Focht & Ponton, 2015). Leadership 
as a concept is still not sufficiently defined due to the ever-changing environment (Yukl, 
2008).  
 
The majority of practitioners, researchers and behavioural scientists are of the opinion that 
leadership is an authentic phenomenon that is imperative for organisational effectiveness 
(Graham, 1991). The term leadership has been commonly utilised and widely discussed in 
various academic disciplines such as education, psychology, philosophy and public 
administration.  However, this term has not been sufficiently defined and as a result, has 
created ambiguity in meaning (Janda, 1960 as cited in Yukl, 2008).  Furthermore, indefinitive 
terms such as power, authority, management, administration, control and supervision 
causes further confusion (Yukl, 2008).  
 
Most researchers defined leadership according to leaders’ observed traits and behaviours, 
influential impact, interaction patterns, functional relationships and occupation of an 
administrative capacity (Yukl, 2008).  According to Richards and Engle (1986 as cited in Yukl, 
2006, p. 3), leadership is defined as “articulating visions, embodying values, and creating the 
environment within which things can be accomplished.” 
 
The definition of servant leadership is defined as the development and facilitation in the 
achievement of the mission and vision, development of values needed for the long-term 
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success and implementation of these by exhibiting the appropriate behaviours and actions 
(Ayinde, Akintayo, & Kayode, 2015).  
 
Greenleaf (1977), the father of servant leadership, defined servant leadership in somewhat 
vague terms. Scholars have been attempting to discover a more specific definition. 
Greenleaf (1977 as cited in Spears, 2005, p. 1) described servant leadership as follows: 
 
“The servant-leader is servant first… It begins with the natural feeling that one 
wants to serve, to serve first. Then conscious choice brings one to aspire to lead. 
The best test is: do those served grow as persons; do they, while being served, 
become wealthier, wiser, freer, more autonomous, more likely themselves to 
become servants?”   
 
Attempts should not be made to define servant leadership as a fixed or complexed set of 
requirements as it may be narrowly defined, thus closing the door to an audience of people 
who embrace the most comprehensive definition of servant leadership  (Focht & Ponton, 
2015).  
 
Over the past two decades, there has been a proliferation of scholarly articles on servant 
leadership (see Table 2.3). These studies focused mainly on identifying themes to 
operationalise the concept, as summarised in Table 2.3.  
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Table 2.3 
The dominant themes of servant leadership 
 
Researchers Themes  
  
Graham (1991)  Inspirational, moral 
Buchen (1998)  Self-identity, capacity for reciprocity, relationship builders, 
preoccupation with the future 
Spears (1998)  Listening, empathy, healing, awareness, persuasion, 
conceptualisation, foresight, stewardship, commitment, 
community building 
Farling, Stone and Winston (1999) Vision, influence, credibility, trust, service 
Laub (1999)  Valuing people, developing people, building community, 
displaying authenticity, providing leadership, shares 
Russell (2001) Appreciation of others, empowerment, vision, credibility, trust, 
service, modelling, pioneering 
Patterson (2003) Agapáo love, humility, altruism, vision, trust, empowerment, 
service 
Dennis and Bocarnea (2005)  Empowerment, trust, humility, Agapáo love, vision 
Liden, Wayne, Zhao and Henderson 
(2008) 
Empowering, helping, subordinates grow and succeed, putting 
subordinates first, emotional healing, conceptual skills, creating 
value for community, behaving ethically 
Sendjaya, Sarros and Santora (2008) Transforming influence, voluntary subordination, authentic self, 
transcendental spirituality, covenantal relationship, responsible 
morality 
Van Dierendonck and Nuijten (2011 Empowerment, humility, standing back, authenticity, 
forgiveness, courage, accountability, stewardship 
  
Source: Extracted from Mahembe, B., & Engelbrecht, A.S. (2013). A confirmatory factor analytical 
study of a servant leader measure in South Africa. SA Journal of Industrial Psychology, 39(2), 1-8.            
 
According to du Plessis, Wakelin and Nel (2015), the servant leadership concept initially 
consisted of eleven potential characteristics which are the same as Spears (1998), with the 
additional characteristic of calling. Barbuto and Wheeler’s (2006) research resulted in the 
refinement of the servant leadership construct as five- dimensional. The five-dimensional 
construct consists of: 
Altruistic calling: a leader’s willingness and innate desire to make a positive difference in 
the lives of others through serving. 
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Emotional healing: a leader’s ability and commitment to foster spiritual recovery from 
hardship and trauma. 
Wisdom: a combination of awareness of the environment and anticipation of consequences 
and implications of their observations. When these two characteristics are combined, 
leaders have a strong sense of awareness for picking up cues from the environment and 
understanding their implications.   
Persuasive Mapping: the degree to which leaders use sound reasoning and mental 
frameworks to encourage lateral thinking in others. 
 
Organisational Stewardship: the extent to which leaders prepare an organisation to make a 
positive contribution to society through community development programmes, outreach 
and corporate social responsibility (Barbuto & Hayden, 2011; du Plessis, Wakelin et al., 
2015; Mahembe, 2010).  
 
For the purpose of this study, the questionnaire developed by Barbuto and Wheeler (2006) 
will be used, as the five dimensions forms part of the items of the scale.  
 
2.7 THE RELATIONSHIPS BETWEEN SERVANT LEADERSHIP, TRUST, PSYCHOLOGICAL 
EMPOWERMENT, JOB SATISFACTION AND ORGANISATIONAL CITIZENSHIP BEHAVIOUR  
 
Based on empirical findings and theoretical arguments, it was hypothesised that servant 
leadership positively affects trust, psychological empowerment, job satisfaction and OCB. 
The relationships between these variables will be briefly discussed.  
 
2.7.1 Servant leadership and trust 
Trust is the cornerstone of servant leadership and plays a vitally important role in the 
relationship between a leader and his followers (du Plessis et al., 2015). The influence of the 
servant leader is built upon the foundation of trust and service to others. The calling to 
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serve is not only between the follower and the leader but to foster trust among the 
followers themselves (Spears, 1998). Dannhauser and Boshoff (2007) as well as du Plessis et 
al. (2015) found a strong and positive relationship between servant leadership and trust. In 
addition, Chinomona (2013) collected data from 150 participants from various sectors in the 
Gauteng province of South Africa and found that servant leadership strongly and positively 
correlates with trust. Shahzad, Rizvi, Waheed, Khan, Usman, Nazier and Kiyani (2013) 
conducted a study to examine the relationship between servant leadership and OCB along 
with the mediating effect of trust on servant leadership and OCB relationship, with results 
showing that trust partially mediates positively between servant leadership and OCB. The 
value of this finding provides support for models proposing that servant leadership 
behaviours fosters trust between the servant leader and the follower.  
 
2.7.2 Servant leadership and psychological empowerment 
Empowerment is defined by Van Winkle, Allen, DeVore and Winston (2014, p. 72) as “letting 
people do their jobs by enabling them to learn, grow, and progress” Furthermore they 
explain that, through leader empowering behaviours, servant leaders grants followers the 
liberty to progress toward their goals, and empower them to make their dreams a reality. 
Principles of empowerment are at the heart of servant leadership (Patterson, 2003).  
The findings of a research study conducted by van Winkle et al. (2014) indicated that as the 
supervisor exhibits more servant leadership behaviours, the more empowered the follower 
feels. Therefore, the followers’ perceptions of being empowered were found to positively 
correlate with the behaviours of their supervisor when the supervisor displayed servant 
leadership behaviours. According to Organ, Podsakoff and MacKenzie (2005), a servant 
leader must: 
• Attend to the needs of followers 
• Assist followers by developing their capabilities and 
• Encourage them to increase their willingness to provide support to others  
 
Organ et al. (2005) posit that leadership empowerment behaviours include enhancing the 
meaningfulness of work, fostering participation in decision-making, expressing confidence in 
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high performance, and encouraging autonomy. Therefore, the power of the servant leader 
lies in the leader’s ability to unleash the potential and thus the power of those around them 
(Van Winkle et al., 2014). Organ et al. (2005) stated that instead of using power to control 
subordinates, the servant leader empowers and encourages subordinates to become 
responsible for their actions.  
 
2.7.3 Servant leadership and job satisfaction  
Research indicates that the relationship between supervisors and employees is important 
for satisfaction (Luthans, 1992; Wofford, 1982). Supervisors may be the most important 
individuals in determining the satisfaction of employees due to their control of the work 
distribution and the rewards.  
 
Supervisors’ leadership styles influence the job satisfaction of individual employees. 
Supervisors who are considerate and concerned about employees could have an increase in 
job satisfaction on employees. According to Bull (2006), high levels of job satisfaction are 
experienced by individuals when supervisors are supportive and cooperative when work 
tasks need to be completed and duties to be performed.   
 
A study conducted by McCann, Graves and Cox (2014) with a sample of 219 from 10 
community hospitals, revealed that servant leadership and job satisfaction are strongly 
correlated. According to a study conducted by Pretorius and De Villiers (2009), it was found 
that there is a significant relationship between the supervisor and an educator’s job 
satisfaction. The authors further state that educators’ perception and experience of their 
principal’s trust and confidence in their capabilities are important for job satisfaction. A 
principal’s behaviour (such as teach teachers professionally, involve them in decision-
making, demonstrate emotional and moral support, articulate clear expectations and 
respect disciplinary decisions) strongly promotes a positive and open school climate which 
satisfies educators. Littleford (2007) recommends that acknowledgement for teachers can 
come in the form of the principal both verbally acknowledging them but also in the manner 
in which the principal provides support to teachers through servant leadership. 
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2.7.4 Servant leadership and Organisational citizenship behaviour  
Leadership behaviours were also found to be an important predictor of OCB. According to 
Sha (2007), an employee’s willingness to engage in OCB is dependent on the leader’s 
influence. Research has found that the quality of the relationship between the leader and 
the employee counts (Podsakoff et al., 2000). Organ et al. (2005) state that leaders who set 
a good example inspire followers to become servant leaders themselves. The servant leader 
encourages the follower to engage in OCB by serving them through the establishment of 
quality relationships and driving development and growth. A study conducted by Shahzad et 
al. (2013), reported that there is a significant positive relationship between servant 
leadership and OCB. 
 
2.7.5 Psychological empowerment and trust   
Perry (2004) reported that empowerment is a significant predictor of supervisor trust 
amongst other predictors such as credibility, decision participation and feedback. 
Leadership empowering behaviours focus on developing followers and consequently, 
employees will trust their leader that looks after their best interest (Bester et al., 2015; du 
Plessis et al., 2015). Results emanating from Chan, Taylor and Markham (2008) indicated 
that subordinates’ trust in their supervisors fully mediates the relationship between 
information support, political support and psychological empowerment.  
 
2.7.6 Psychological empowerment and job satisfaction   
Research suggests that the empowering of employees leads to various positive outcomes, 
namely, job satisfaction (Bordin, Bartram, & Casimir, 2007). Saif and Saleh (2013) conducted 
a research study that indicated that psychological empowerment had a significant impact on 
job satisfaction among employees. Furthermore, the findings were consistent with the 
findings of the research studies conducted by Baker, Moon, Yun and Choe (2012) and 
Hossain, Dilly, Aupperlee and Patil (2012). Employees who perceived themselves as 
empowered felt that they had an  impact on their day-to-day activities,  were  self-
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determined and independent,  had  autonomy  in terms of  the  way  in  which  they 
executed their tasks and were proud of their jobs. 
 
 
2.7.7 Psychological empowerment and organisational citizenship behaviour  
Fong and Snape (2013) posit that empowerment could be perceived as a state that comes 
from within an individual, demonstrating that the concept of empowerment and intrinsic 
motivation are similar. The results indicate that the role of empowering employees will 
result in employees exhibiting organisational citizenship behaviours (Raub & Robert, 2010). 
This is consistent with a study conducted by Chan et al. (2008) with a dyad sample of 374 
participants from a health care and educational environment. The results emanating from 
this study indicated that OCB is a significant outcome of psychological empowerment.  
Additionally, a study conducted by Bhatnagar and Sandhu (2005) collected data from 111 
managers from various IT organisations in India, and found that managers who perceived 
psychological empowerment in their working environment exhibited OCB.  
 
 
2.7.8 Job satisfaction and organisational citizenship behaviour  
Employees who are satisfied in their work seemed more likely to display positive behaviours 
that contribute to organisational performance (Werner, 2007). Employees who are satisfied 
in their jobs have proven to exhibit citizenship behaviours (Organ, 1988). Organisational 
citizenship behaviours are beneficial, thus an employee who is satisfied may contribute to 
the success of the organisation (Parumsalsami, 2014). An examination of 55 studies 
indicated a strong association between job satisfaction and OCB, at least between non-
managerial and non-professional groups (Unal, 2013). Organ and Konovsky (1989) 
established that job satisfaction is the strongest measure that relates to OCB. Similarly, 
Bateman and Organ (1983) also found a significant association between job satisfaction and 
OCB. Comparable findings are reported in a study conducted by Parumsalsami (2014) that 
indicates a statistically significant and direct correlation between job satisfaction and OCB. 
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However, Alotaibi (2001) establishes that job satisfaction is not correlated to OCB. Alotaibi 
(2001) argued that this result could be due to the nature of the job satisfaction measures.  
 
Based on the arguments presented above, the following relationships were postulated:   
 
Hypothesis one: Servant leadership affects trust 
 
Hypothesis two: Servant leadership affects psychological empowerment  
 
Hypothesis three : Servant leadership affects job satisfaction  
 
Hypothesis four: Servant leadership affects OCB 
 
Hypothesis five: Psychological empowerment affects trust 
 
Hypothesis six: Psychological empowerment affects job satisfaction  
 
Hypothesis seven: Psychological empowerment affects OCB 
 
Hypothesis eight: Job satisfaction affects OCB 
 
The theoretical hypotheses formulated through the literature study led to the development 
of the theoretical model in Figure 2.4. 
 
2.8 THEORETICAL MODEL 
 
After an in-depth literature review, a theoretical model was developed. Figure 2.4 illustrates 
the theoretical model that depicts the specific hypothesised causal linkages between 
servant leadership, trust, psychological empowerment, job satisfaction and OCB.  
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Figure 2.4 
Conceptual Model 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
2.9 CONCLUSION 
 
This chapter provided an overview of the research literature on servant leadership, trust, 
psychological empowerment, job satisfaction and organisational citizenship behaviour in 
order to answer the research question. Each construct was defined, conceptualised and 
discussed. In addition, a brief review of the relationship between the constructs were 
provided leading to the postulation of the hypotheses that will guide the study. Lastly, the 
chapter concluded with the proposed conceptual model. The following chapter will look at 
the research methodology used to test the model as well as answer the overarching 
research question. 
 
 
 
 
 
 
 
 
38 | P a g e  
 
CHAPTER THREE 
RESEARCH DESIGN 
 
3.1 INTRODUCTION   
 
From the review of the literature in chapter two, the conceptual definitions of servant 
leadership, trust, psychological empowerment, job satisfaction and organisational 
citizenship behaviour were highlighted. The literature study and discussion thereof led to 
the understanding of what previous findings reported on the relationship among the 
variables of this research study. In addition, the literature review helped in the formulation 
of research hypotheses proposed in the present study.  
 
The present chapter provides an outline of the research question under investigation in 
terms of the methodology designed to answer the question. The study under investigation 
wishes to test an explanatory structural model developed in the previous section to explain 
the manner in which servant leadership influences trust, psychological empowerment, job 
satisfaction and organisational citizenship behaviour. Specifically, the study attempts to 
answer the question, what is the influence of servant leadership on trust, psychological 
empowerment, job satisfaction and organisational citizenship behaviour?  
 
To answer the research question and to assess the proposed hypotheses, the appropriate 
research design, approach and strategy needs to be put in place (Saunders, Lewis & 
Thornhill, 2012). Thus, this section discusses the research plan and how it was executed. 
Information regarding the population and sampling method is also provided. Additionally, 
the data collection procedure is explained as well as the measuring instruments employed 
to obtain data on the constructs being evaluated. Furthermore, the statistical techniques 
employed relating to the research are explained. Lastly, the ethical considerations when 
collecting data from participants is also discussed. 
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3.2. RESEARCH DESIGN 
 
Saunders et al. (2012) define research design as the general plan and strategy of how the 
researcher intends to answer the research question. In addition, the research design 
contains clear objectives, identifies the sources from which the researcher intends to collect 
and analyse the data. Sekaran and Bougie (2003) mentions three different types of research 
designs and approaches for executing research investigations namely quantitative, 
qualitative and multimethod approaches.  
 
Qualitative research designs are chosen to generate or to use non-numerical data (Saunders 
et al., 2012). The qualitative research design is associated with an interpretative philosophy. 
Interpretivism is a type of research method that includes the human element and relies on 
how researchers interpret the information acquired through the research study. The 
interpretivist approach views reality as subjective experiences based on understanding 
human behaviour, rather than making predictions (Saunders et al., 2012). Qualitative 
research studies allow the researchers to be more interactive and participatory in their 
investigation. The primary data collection methods used in this approach include in-depth 
interviews, telephonic interviews and focus groups (Saunders et al., 2012). Qualitative 
research designs are advantageous in that the approach produces quality information. 
However, this can be costly and time consuming. Additionally, due to small sample sizes it is 
challenging to generalise the findings.  
 
The quantitative research design is centered on generating numeric data and examining 
relationships between variables, numerically measured and analysed using a variety of 
statistical techniques (Sekaran, 2003). The quantitative research approach is associated with 
the positivism metatheory. Additionally, this research design can be associated with a 
deductive approach (where the concentration is on utilising empirical data to test theory) or 
an inductive approach (where data is used to develop theory) (Sauders et al., 2012). The 
advantage of utilising this approach is that it is cost effective and less time consuming than 
qualitative methods. However, quantitative research measures do not provide in-depth 
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information. Furthermore, respondents may give inaccurate information or responses that 
are biased and socially desirable (Saunders et al., 2012). 
 
The mixed method approach is associated with realism. The mixed method approach 
combines both quantitative and qualitative research designs. This method is beneficial as it 
provides a scope for a richer approach to data collection, analysis and interpretation. A 
greater diversity of views can inform the researcher and can be reflected in the study. 
However, a drawback of this research approach is the uncertainty of conceptualizing validity 
(Venkatesh, Brown, & Bala, 2013).  
 
Due to the nature of the current research study which intends to achieve the set objectives, 
as well as test the postulated hypotheses to answer the research question, a quantitative 
research design was employed using multiple techniques. Specifically, the theoretical model 
(see Figure 3.1) was tested using structural equation modelling (SEM).  
 
3.3. STATISTICAL HYPOTHESES 
 
After an in-depth literature review, a theoretical model was developed. Figure 3.1 illustrates 
the theoretical model that depicts the specific hypothesised causal linkages between 
servant leadership, trust, psychological empowerment, job satisfaction and OCB.  
 
In order to test the validity of the postulated relationships in the structural model, the 
following specific research hypotheses were tested: 
 
Hypothesis one: Servant leadership affects trust 
 
Hypothesis two: Servant leadership affects psychological empowerment  
 
Hypothesis three: Servant leadership affects job satisfaction  
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Hypothesis four: Servant leadership affects OCB 
 
Hypothesis five: Psychological empowerment affects trust 
 
Hypothesis six: Psychological empowerment affects job satisfaction  
 
Hypothesis seven: Psychological empowerment affects OCB 
 
Hypothesis eight: Job satisfaction affects OCB 
 
Figure 3.1 
 
Conceptual Model 
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3.4. SAMPLING AND RESEARCH PARTICIPANTS  
 
3.4.1 Population 
A population refers to the entire group of people, events, or things of interest that a 
researcher wishes to investigate (Neuman, 2000; Sekaran, 2003).  For the present study the 
population will comprise of teachers from selected primary and high schools in the Western 
Cape Province in South Africa. Within the Metro South District the total population of 
teachers are 4104 (Department of Basic Education, 2015).  
 
3.4.2 Sample size 
A sample is described by Huysamen (1998, p. 3) as “a relatively small subgroup of individuals 
from the population.”  A sample provides an idea or comprehension of what generally 
happens in the population (Sekaran, 2003). For conclusive research purposes a sample size 
of 203 teachers was used to conduct the current research study. According to Sekaran 
(2012), a sample size between 30-500 subjects is appropriate for most research studies.   
 
The sample consisted of mostly female participants (71. 9%). The predominant age groups 
of the sample were between 51-65 (30%) and 36-50 (38.9%). Furthermore, 57.6% of the 
participants were married and 30.5% were single. The highest qualification obtained by 
most of the participants was a diploma (30.5%), a graduate degree (29.1%) and a post-
graduate degree of 23.6%. Regarding years of service the majority have been working for 
over 10 years (56.7%). Pertaining to position within the school structure, 86.2% of the 
sample were teachers and 10.8% were HOD’s. The majority of those who formed part of the 
sample were Intersen phase teachers (Grade 4-9) (60.5%) followed by Foundation Phase 
teachers (Grade R-3) (36.9%). With regard to the number of classes a teacher has, 48.8% of 
the sample had one class. Additionally, the majority of the participants (62.6%) had a class 
size of 31-40 learners.  
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3.4.3 Sampling procedure 
There are two types of sampling techniques available namely, probability or representative 
sampling and non-probability sampling (Saunders et al., 2012; Sekaran, 2003). Probability 
sampling follows the procedure of randomly selecting participants, thus every case has a 
chance of selection. However, non-probability sampling has no assurance that each case has 
a chance of being included.  
 
The sampling type used in this research study was non-probability sampling. The type of 
sampling method employed was a convenient sample, as the information collected from the 
members of this population was conveniently available. There are a number of benefits of 
selecting this sampling procedure, firstly the sample was easily obtainable (accessibility) and 
secondly, it was cost effective and less time consuming. The disadvantages of the chosen 
sampling procedure include findings cannot be confidently generalised therefore, it gives a 
low quality sample; participants are not randomly selected; therefore everyone will not be 
given a fair opportunity to participate in the study (Sekaran, 2003). 
 
3.5 DATA COLLECTION PROCEDURE 
 
The data collection is integral to the research process. Data is collected for the purpose of 
testing postulated hypotheses, analysing the data, and ultimately meeting the research 
objectives and answering the research question. The data collection procedure is a vital part 
of the research design, as the manner in which the data is collected could have a major 
impact to the rigour and effectiveness of the research investigation (Sekeran, 2003). It is 
important that with a good theoretical base, a sound methodical design is selected and 
implemented.  
 
Before commencing the data collection procedure and distributing the questionnaires, 
permission was obtained from the Western Cape Education Department: Directorate of 
Research as well as the university’s research committee. Once permission was granted, the 
questionnaires were personally delivered to selected primary and high schools in the 
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Western Cape Province. Each participant received a questionnaire comprising of an 
information sheet, biographical section and five measuring instruments namely servant 
leadership, trust in the leader, psychological empowerment, job satisfaction and 
organisational citizenship behaviour. Information pertaining to the rationale of the study 
and basic instructions on successfully completing the questionnaire was provided on the 
information sheet.   
 
With regard to the questionnaire administrative procedures, the questionnaires were given 
to the departmental heads or secretary who then distributed them among the teachers. In 
terms of collection, the questionnaires were collected personally collected from the 
participants. A total of 203 questionnaires were returned out of a distributed total of 330 
questionnaires indicting a 61.5 percent response rate.  
 
A key note is that during the data collection procedure it was made clear that the 
participation was voluntary, and that all information will be treated with confidentiality and 
anonymity.  The main purpose was to remove all possible fears from the respondents 
regarding possible traceability and victimisation.  
 
3.6. MEASURING INSTRUMENTS  
 
For the purpose of the current research study, a questionnaire was considered appropriate 
as a data gathering instrument. Sekaran (2003) and Saunders et al. (2012) state that 
questionnaires are beneficial due to the fact that the cost per questionnaire is relatively low; 
the method of collection produces quick results and they are relatively easy to analyse.  
 
Five questionnaires were identified through the literature review as being reliable, valid and 
applicable when measuring the constructs under investigation. The measuring instruments 
used were the Servant Leadership Questionnaire (SLQ), the Leadership Trust Scale (LTS), 
Measuring Empowerment Questionnaire (MEQ), Job Satisfaction Scale (JSS), and the 
Organisational Citizenship Behaviour Scale (OCBS). The first section (Section A) consisted of 
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the demographic information, while the remaining five sections (section B to F) 
compromised the self-reporting measuring instruments aforementioned.  These measuring 
instruments are discussed below. 
 
3.6.1 Servant leadership 
The servant leadership of the principal was measured using the Servant Leadership 
Questionnaire (SLQ) developed and conceptualised by Barbuto and Wheeler (2006), which 
measures five dimensions underlying 23 items.  The items included: ‘This person goes above 
and beyond the call of duty to meet my needs’ (altruistic calling); ‘This person is talented at 
helping me to heal emotionally’ (emotional healing); ‘This person is good at anticipating the 
consequences of decisions’ (wisdom); ‘This person is very persuasive’ (persuasive mapping); 
and ‘This person believes that the organisation needs to play a moral role in society’ 
(organisational stewardship). The reliability coefficients for the self and rater versions of the 
scale ranged from 0.68 to 0.87 and from 0.82 to 0.92 respectively (Mahembe & Engelbrecht, 
2013).  
 
3.6.2 Trust in the leader 
Trust in the leader was measured by the 13-item Leader Trust Scale (LTS) comprising of two 
items adapted from the Workplace Trust Survey (WTS) developed by Ferres, Connell and 
Travaglione (2004) and eleven items adapted from the trust measuring instrument by Bews 
(2000). The trust themes of this questionnaire measures trust at an (1) organisational level; 
(2) managerial level; and (3) co-worker level; with reliability coefficients ranging from 0.93 
to 0.95. Further validation studies in South Africa and Australia found a Cronbach alpha 
value ranging from 0.90 to 0.97 (du Plessis, Wakelin & Nel, 2015). Additionally, a study 
conducted in the media and pharmaceutical industry within a South African context found 
an alpha value of 0.94 for the trust scale (Du Plessis et al., 2015).  
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3.6.3 Psychological empowerment 
The Measuring Empowerment Questionnaire developed by Spreitzer (1995) was used to 
measure the psychological empowerment levels experienced by the teachers. The MEQ 
consists of 12 items measuring four dimensions of psychological empowerment (Meaning, 
Competence, Self-determination and Impact). Each subscale has three items - Items 5, 6, 11 
= meaning; Items 1, 10, 12 = competence; Items 2, 7, 8 = impact and Items 3, 4, 9 = self-
determination. The candidates were asked to select responses from a seven-point Likert 
scale ranging from 1 (strongly disagree) to 7 (strongly agree). Spreitzer (1995) reports sound 
psychometric attributes. The reports revealed an overall Cronbach alpha coefficient of 0.92. 
The alpha coefficients for the subscales are 0.92 (meaning), 0.90 (competence), 0.85 (self-
determination) and 0.84 (impact).  
 
 
3.6.4 Job satisfaction 
The Job Satisfaction Scale (JSS) (Warr, Cook,  & Wall, 1979) was used to measure the level of 
job satisfaction amongst teachers.  The JSS comprises of 15 quantitative items indicative of 
underlying intrinsic and extrinsic factors related to job satisfaction. Participants responded 
to each statement regarding their work on a Likert-style scale, with a response range from 1 
(“I’m extremely dissatisﬁed”) to 7 (“I’m extremely satisﬁed”) as outlined by Warr et al. 
(1979). A study conducted by Heritage, Pollock and Roberts (2015) made it clear that this 
instrument can be used as a 3 factor model (Job itself, Working Conditions and Employee 
Relations), 2 factor model (Intrinsic and Extrinsic Factors) or a uni-dimensional scale. For this 
study, a 3-factor model was used to measure the job satisfaction levels.   
 
 
3.6.5 Organisational citizenship behaviour 
The Organisational Citizenship Behaviour Scale (OCBS) was used to measure the strength of 
teachers’ organisational citizenship behaviours. The OCBS was developed by Podsakoff et al. 
(1990) and includes 24 items measuring 5 dimensions (altruism, conscientiousness, 
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sportsmanship, courtesy and civic virtue). A seven-point Likert scale, ranging from 1 
(strongly disagree) to 7 (strongly agree), was used. The Cronbach alpha values for the 
subscales ranged from 0.70 for civic virtue to 0.85 for altruism. A research study conducted 
by Mahembe, Engelbrecht, Chinyamurindi and Kandekande (2015) reported reliabilities 
ranging from 0.80 to 0.98 on a South African sample. 
 
3.7 ETHICAL CONSIDERATIONS 
 
In conducting this study no harm was intended to incur to any of the participants involved; 
both psychologically and physically. The privacy of the participants was ensured at all times, 
and no information was disclosed without the prior permission of the participants. The 
respondents were made fully aware of the limitations of this study. Furthermore, no 
participant was forced to participate in the study. The confidentiality and anonymity of 
participants was ensured throughout the study. The participants were not required to write 
down their names on the questionnaire, thus remaining anonymous. Confidentiality was 
maintained by guarding the participants’ interests and well-being through the protection of 
their identity from unauthorised parties. Anonymity concerns the ethical protection that 
participants remain nameless, their identity is protected from disclosure and remains 
unknown (Neuman, 2000). 
 
With regards to scientific misconduct, all the research obtained was from reliable, valid and 
credible literature. All books, journals, theses etcetera were cited in the reference list. 
 
Furthermore, the analysis and reporting of the data was reported to all the participants. In 
addition, the shortcomings, limitations and failures of this research investigation were 
reported. 
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3.8 STATISTICAL ANALYSIS 
 
To statistically analyse the results of this study, quantitative techniques were utilised. An 
item analysis was conducted with the objective of identifying and excluding items not 
contributing to the internal consistency of the variables being measured by these subscales. 
The SPSS Reliability procedure was executed on the items and dimensions used to measure 
the variable under investigation.  Exploratory factor analyses was conducted on each of the 
subscales to determine the number of factors in each of the subscales. This was important 
for the creation of the item parcels which were used as the input for both the measurement 
and structural models since the sample size was not big enough to accommodate the high 
number of variables used in the study. Structural equation modelling was used to determine 
the goodness-of-fit of both the measurement and structural models as well as the nature of 
the hypothesised relationships. Item and exploratory factor analyses were performed using 
SPSS Version 23 while the LISREL version 8.80 was used to perform confirmatory factor 
analysis (CFA) and to fit the comprehensive LISREL model.  
 
 
3.8.1 Missing values  
Before analysing the data the problem of missing values needs to be addressed. Missing 
data is usually a common occurrence when self-reporting instruments such as 
questionnaires are used. Missing data usually occurs as a result of respondents failing to 
respond to certain questions due to a variety of reasons as well as refusing to respond on 
the part of the participants (Mels, 2003; Williams, 2015). The missing values problem can 
have a significant effect on the conclusions drawn from the data. The multiple imputation 
method is usually the preferred method of addressing missing values as it does not result in 
a significant reduction in sample size – it replaces missing values with averages calculated 
from complete cases on a variable.  
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3.8.2 Item Analysis   
Item analysis refers to a statistical technique that helps researches identify the effectiveness 
of their test items. Item analysis is a process whereby items that are not related to the 
construct or have a very low relationship with the construct are removed (Pallant, 2010). 
The objective of conducting an item analysis for this study was to identify and exclude items 
not contributing to the internal consistency of the variables being measured by these 
subscales, and in the process enhance the content validity of the subscale. Internal  
Consistency  is  the  extent  to  which  items  in  a  scale  or  measurement  device  are  
homogeneous  and reflect the same underlying construct  (Cooper & Schindler, 2003). 
 
For this study, the item analysis was executed using the reliability analysis procedure 
available in the SPSS version 23 which calculated and generated the Cronbach alpha value, 
item-total correlation statistics and inter-item correlation statistics. Nunnally’s (1967) 
guidelines were used to determine levels of reliability for the scales as indicated in Table 
3.1.An item is excluded from further analyses if it has an item-total correlation value less 
than 0.30 and would result in a considerable increase in the scale internal consistency when 
removed (Pallant, 2010). In this research study no items were deleted.  
 
Table 3.1 
General guidelines for interpreting reliability coefficients 
 
 
Reliability coefficient value  
 
Interpretation  
0.9 and above  excellent  
0.80 – 0.89  good  
0.70 – 0.79  adequate  
below 0.70  may have limited applicability  
Source: Extracted from Nunnally, J. C. (1967). Psychometric theory. New York: McGraw-Hill. 
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3.9 CONSTRUCT ANALYSIS USING EXPLORATORY FACTOR ANALYSIS (EFA) 
 
Exploratory factor (EFA) analysis is a statistical technique or approach that is commonly 
used in social sciences to explore the interrelationships among a set of variables (Costello & 
Osborne, 2005). EFA is a technique used to reduce a smaller set of summary variables and to 
explore the underlining theoretical structure of the phenomena. Therefore, the researcher 
only explores the key constructs to produce a theoretical model or theory from a fairly large 
set of latent constructs usually characterised as items (Williams, Brown,  & Osman, 2012).   
The purpose of EFA is to remove any latent variables that cause manifested variables to 
differ in the same time period (Costello & Osborne, 2005). The objective of conducting a 
dimensionality analysis is to examine if the subscales are unidimensional. Items with an 
inadequate factor loading are removed.  
The following guidelines were followed to determine which items to extract and which 
items to include when conducting the EFA: 
 factors with an eigenvalue of 1.0 or more are retained for further investigation and 
will not be extracted (Tabachnick & Fidell, 2013); 
 if an item results in an item-total correlation of less than 0.30 on any factor, it means 
that the item is measuring something different from the scale as a whole. Therefore 
the item will be excluded (Fields, 2005); 
 an item loading less than 0.30 on more than one factor would be excluded if the 
difference between the higher and the lower loading was 0.25 (Nunnally & 
Bernstein, 1994; Tabachnick & Fidell, 2013); and 
 a Kaiser-Meyer-Olkin measure of sampling adequacy (KMO index) cut-off value used 
in this research study was 0.70. According to Kaiser (as cited in Fields, 2005), values 
greater than 0.50 is acceptable, values between 0.50 and 0.70 as mediocre, and 
values between 0.70 and 0.80 as good. Furthermore, values between 0.80 and 0.90 
are great and values above 0.90 are superb (Fields, 2005).  
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3.10 CONFIRMATORY FACTOR ANALYSIS (CFA) 
 
Confirmatory factor analysis is a more complex and sophisticated set of techniques used to 
assess speciﬁc hypotheses or theories concerning the structure underlying a set of variables 
(Pallant, 2010). The research statistically tests the hypotheses by utilising theoretical 
knowledge, experiential research or a combination of the two (Suhr, 2006). The goal of CFA 
is its utilisation to assess the factor structure of a set of manifested variables by confirming 
whether the observed data correlate with the latent variables according to the form defined 
in the measurement model. The CFA produces a sequence of fit indices which indicate how 
close the measurement model, with its parameter estimates, fits the data collected 
(Mahembe & Engelbrecht, 2013; Suhr, 2006).  
 
According to Tabachnick and Fidell (2001), before CFA can be employed a few activities 
need to be completed namely, continuous categorical data must be identified; data must be 
normalised; the problem of missing data must be solved; the size of the sample must be 
adequate; item validation need to be executed; and the theoretical model must be taken 
into account.   
 
 
3.10.1 Structural Equation Modelling (SEM) 
Structural equation modelling is quite a sophisticated technique used by a researcher to 
assess various models concerning the interrelationships among a set of variables (Pallant, 
2010). SEM is utilised to assess a theory, and the prerequisite of conducting SEM is to 
possess prior knowledge or hypotheses regarding potential relationships between variables 
(Tabachnick & Fidell, 2001). The purpose of a SEM study is to assess the hypothesis and the 
path-specific hypotheses as captured by the structural model (McDonald & Ho, 2002). It is 
also regarded as a powerful technique that can be utilised to assess the quality of the 
measurement through the confirmatory factor analysis technique available in SEM. When 
SEM is utilised as a factor analysis technique a sample size with the minimum of 200 must 
be used when analysing small or medium models (Tabachnick & Fidell, 2001).   
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SEM deals with the structural model while CFA relates to measurement model. Although the 
two are similar, according to Diamantopoulos and Siguaw (2000), the measurement model 
describes how each latent variable is operationalised by corresponding observed variables 
while the structural model describes the relationships between the latent variables 
themselves.  
 
SEM was utilised for the present study because it allows researchers to conduct 
confirmatory factor analyses to test measurement properties of the measuring scales used. 
Additionally, SEM techniques enable researchers to specify and assess complex “path” 
models that integrate the understanding of complex phenomena. Furthermore, SEM 
provides a unique analysis that considers questions of both measurement and prediction 
simultaneously (Kelloway, 1998).   
 
The key objective of examining a model’s overall goodness of fit is to ascertain the degree to 
which the entire model is consistent with the empirical data (Diamantopoulus & Siguaw, 
2000 as cited in Mahembe, 2013). The measurement model represents the relationship 
between the latent constructs (servant leadership, trust, psychological empowerment, job 
satisfaction and organisational citizenship behaviour) and its corresponding manifest 
indicators while the structural model describes the relationships between the latent 
constructs themselves. The statistical programme, LISREL 8.80, was utilised to execute the 
confirmatory factor analysis on the overall measurement model to determine the goodness 
of fit. The Robust Maximum Likelihood estimation method was used to produce the 
estimates.  
 
3.11 CONCLUSION 
 
The research methodology used in this study was discussed in this chapter. The research 
design, statistical hypotheses and methodology was reported on. Information of the sample 
including sampling procedure was explained. In addition, the procedure followed for data 
gathering, measuring instruments used, as well as the psychometric properties of the 
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measuring instruments were outlined.  Furthermore, how the data was evaluated in order 
to answer the research question was explained. The results are presented in chapter four 
and discussed in chapter five.  
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CHAPTER FOUR 
PRESENTATION OF RESULTS 
 
4.1 INTRODUCTION   
 
The theoretical model originated from an in-depth study of the available literature 
pertaining to the influence of servant leadership on trust, psychological empowerment, job 
satisfaction and organisational citizenship behaviour.  This in-depth review resulted in the 
formulation and specification of the hypotheses that need to be tested. These hypotheses 
were presented in chapters two and three. 
 
This chapter presents the results of the research study based on the statistical analyses of 
the data collected from the research respondents. The objective of this chapter is to present 
the statistical analyses that were performed to test the hypotheses, as described in chapter 
three. The statistical programmes used for the analyses and presentation of the data in this 
research are (1) the Statistical Package for Social Sciences (SPSS) version 23 and (2) the 
LISREL 8.80.   
 
The presentation of this chapter proceeds with the discussion of the treatment of missing 
values, followed by the discussion of item and dimensional analyses; and concludes with the 
presentation of the overall measurement and structural models.  
 
4.2 MISSING VALUES   
 
Missing data is usually a common occurrence when self-reporting instruments such as 
questionnaires are used. Missing data usually occurs as a result of respondents failing to 
respond to certain questions due to a variety of reasons (Mels, 2003; Williams, 2015). The 
missing values problem can have a significant effect on the conclusions drawn from the 
data. For this research study, no missing values were found.   
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 4.3 ITEM ANALYSIS    
 
The objective of conducting an item analysis was to identify and exclude items not 
contributing to the internal consistency of the total scale or subscale. For this research study 
the item analysis using SPSS Reliability procedure (SPSS Inc, 2015) was executed on the 
items and dimensions used to measure the variable under investigation.   
 
 
4.3.1 Item analysis of the Servant Leadership Questionnaire  
The Servant Leadership Questionnaire developed by Barbuto and Wheeler (2006) includes 
23 items measuring five dimensions (Altruistic Calling, Emotional Healing, Wisdom, 
Persuasive Mapping and Organisational Stewardship). The item analysis was performed for 
each of the 5 subscales separately.  
 
4.3.1.1 Altruistic Calling   
A Cronbach alpha of 0.94 was obtained for the Altruistic Calling subscale. This was 
acceptable as Cronbach values should be greater than 0.70 (Nunnally & Bernstein, 1994).  
The corrected item-total correlation values within the Item-Total Statistics table give an 
indication of the degree to which each item correlates with the total score. Low values (less 
than 0.30) indicate that the item is measuring something different from the entire scale 
(Pallant, 2010). All the corrected item total correlations were greater than 0.50 as shown in 
Table 4.1. The inter-item correlation matrix values are ranging from 0.77 to 0.86. This 
suggest a strong relationship among the items (Pallant, 2010). 
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Table 4.1 
The reliability analysis output for the Altruistic Calling subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.942 .942 4 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
b2 13.50 27.816 .860 .771 .924 
b3 13.13 27.350 .857 .768 .925 
b16 13.72 26.131 .872 .784 .920 
b21 13.55 26.021 .856 .765 .925 
 
Inter-Item Correlation Matrix 
Items b2 b3 b16 b21 
b2 1.000 .854 .791 .765 
b3 .854 1.000 .779 .772 
b16 .791 .779 1.000 .858 
b21 .765 .772 .858 1.000 
 
 
 
4.3.1.2 Emotional Healing   
A Cronbach alpha of 0.95 was obtained for the Emotional Healing subscale which is greater 
than the cut-off level of 0.70 (Foxcroft & Roodt, 2009; Nunnally & Bernstein, 1994).  All the 
corrected item total correlations were greater than 0.50 as shown in Table 4.2. None of the 
items were identified as problematic. The inter-item correlation matrix values are ranging 
from 0.78 to 0.89. This suggest a strong relationship among the items (Pallant, 2010). No 
items were therefore deleted. This is depicted in Table 4.2.  
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Table 4.2 
The reliability analysis output for the Emotional Healing subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.953 .954 4 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
b4 11.49 34.202 .854 .732 .949 
b8 11.73 34.285 .904 .829 .933 
b12 11.79 34.296 .920 .854 .928 
b17 11.77 35.622 .869 .766 .944 
 
Inter-Item Correlation Matrix 
Items b4 b8 b12 b17 
b4 1.000 .826 .830 .784 
b8 .826 1.000 .894 .830 
b12 .830 .894 1.000 .860 
b17 .784 .830 .860 1.000 
 
 
 
4.3.1.3 Wisdom   
The internal consistency coefficient for the Wisdom subscale is 0.95 which is greater than 
the cut-off level of 0.70 (Nunnally & Bernstein, 1994).  Within the corrected item total 
correlation matrix, all the items were greater than 0.50 as shown in Table 4.3. None of the 
items were identified as problematic. The inter-item correlation matrix values are ranging 
from 0.72 to 0.87. This suggest a reasonably strong relationship among the items (Pallant, 
2010). No items were therefore deleted. This is depicted in Table 4.3 
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Table 4.3 
The reliability analysis output for the Wisdom subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.948 .948 5 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
b5 20.54 34.072 .881 .783 .931 
b7 20.75 34.701 .842 .711 .938 
b9 20.50 34.608 .877 .802 .932 
b13 20.56 33.970 .899 .822 .928 
b22 21.07 35.514 .784 .622 .948 
 
 Inter-Item Correlation Matrix 
Items b5 b7 b9 b13 b22 
b5 1.000 .789 .840 .837 .743 
b7 .789 1.000 .780 .805 .717 
b9 .840 .780 1.000 .869 .706 
b13 .837 .805 .869 1.000 .750 
b22 .743 .717 .706 .750 1.000 
 
 
4.3.1.4 Persuasive Mapping 
The reliability coefficient for the Persuasive Mapping subscale is 0.91 which is acceptable. 
Furthermore, the corrected item total correlations were above 0.50 as shown in Table 4.4. 
None of the items were excluded. The inter-item correlation values are ranging from 0.52 to 
0.79. This suggests quite a strong relationship among the items (Pallant, 2010). The output is 
shown in Table 4.4. 
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Table 4.4 
The reliability analysis output for the Persuasive Mapping subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.907 .907 5 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
      
b1 20.20 33.387 .681 .489 .904 
b6 20.33 31.329 .805 .656 .878 
b10 20.06 34.165 .716 .528 .896 
b14 20.20 30.951 .839 .724 .870 
b18 20.62 30.751 .792 .662 .881 
 
 Inter-Item Correlation Matrix 
Items b1 b6 b10 b14 b18 
      
b1 1.000 .669 .520 .622 .586 
b6 .669 1.000 .643 .751 .689 
b10 .520 .643 1.000 .683 .657 
b14 .622 .751 .683 1.000 .787 
b18 .586 .689 .657 .787 1.000 
 
4.3.1.5 Organisational Stewardship 
The reliability statistics indicate that the Cronbach Alpha for the Organisational Stewardship 
subscale is 0.96 which is good (Nunnally & Bernstein, 1994).  The corrected item total 
correlation shows that the items for this dimension correlated above 0.50 with each other 
(see Table 4.5). None of the items were found to be problematic, thus no items were 
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deleted. The inter-item correlation values are ranging from 0.75 to 0.86. This indicates that 
the items correlate reasonably high (Pallant, 2010). No items were therefore deleted. This is 
depicted in Table 4.5. 
Table 4.5 
The reliability analysis output for the Organisational Stewardship subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.955 .955 5 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
b11 22.16 41.117 .845 .725 .950 
b15 22.29 38.888 .856 .747 .947 
b19 22.40 37.915 .912 .834 .938 
b20 22.67 36.996 .897 .811 .940 
b23 22.52 37.875 .869 .762 .945 
 
 Inter-Item Correlation Matrix 
Items b11 b15 b19 b20 b23 
b11 1.000 .752 .830 .786 .785 
b15 .752 1.000 .817 .839 .773 
b19 .830 .817 1.000 .860 .846 
b20 .786 .839 .860 1.000 .819 
b23 .785 .773 .846 .819 1.000 
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4.3.2 Item analysis of the Trust in the Leader Scale (LTS)  
The Trust in the Leader Scale is a 13-item instrument comprising of two items adapted from 
the Workplace Trust Survey (WTS) developed by Ferres, Connell and Travaglione (2004) and 
eleven items adapted from the trust measuring instrument by Bews (2000). This scale was 
tested for reliability as a uni-dimensional scale.  
 
The Trust the Leader scale had a satisfactory  internal consistency coefficient of α = 0.98. 
The corrected item-total correlation shows that the items all correlated above 0.50 with the 
total score and formed part of the same construct (Pallant, 2010). None of the items would 
result in a significant increase in alpha if it were excluded. Thus, all the items were retained. 
The inter-item correlations suggest a reasonably high correlation among the items, with 
values ranging from 0.71 to 0.92.  This is depicted in Table 4.6. 
 
 
Table 4.6 
The reliability analysis output for the Trust in the Leader Scale 
 
 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.984 .984 13 
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Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
f1 58.33 247.016 .846 .733 .983 
f2 58.43 244.959 .845 .792 .983 
f3 58.28 247.626 .882 .817 .983 
f4 58.39 241.230 .919 .862 .982 
f5 58.31 243.084 .870 .815 .983 
f6 58.23 241.592 .933 .908 .982 
f7 58.27 241.919 .938 .902 .981 
f8 58.33 240.174 .925 .892 .982 
f9 58.38 240.475 .923 .882 .982 
f10 58.41 244.896 .891 .841 .982 
f11 58.51 244.816 .882 .824 .982 
f12 58.46 242.022 .912 .861 .982 
f13 58.45 240.357 .914 .871 .982 
 
 
 
4.3.3 Item analysis of the Measuring Empowerment Questionnaire    
The Measuring Empowerment Questionnaire developed by Spreitzer (1995) includes 12 
items measuring four dimensions of psychological empowerment (Meaning, Competence, 
Self-determination and Impact). The item analysis was performed for each of the 4 
subscales separately.  
 
4.3.3.1 Meaning 
The Meaning subscale has an internal consistency coefficient of α = 0.87 which is good 
(Nunnally, 1967). The corrected item-total correlation indicated that the items all correlated 
above 0.30 (Pallant, 2010). All the corrected item-total correlations and squared multiple 
correlations were larger than .30. The inter-item correlation values range from 0.60 to 0.77. 
This suggests quite a strong relationship among items (Pallant, 2010). None of the items 
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were identified as problematic. Therefore, no items were omitted. This is depicted in Table 
4.7. 
 
Table 4.7 
The reliability analysis output for the Meaning subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.869 .871 3 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
c1 12.83 1.932 .696 .520 .865 
c2 13.08 1.602 .737 .589 .834 
c3 12.98 1.643 .831 .692 .740 
 
 
 
 
 
 
 
 
 
 
4.3.3.2 Competence 
The Competence subscale has an internal consistency coefficient of α = 0.72 which is good 
(Nunnally, 1967). The corrected item-total correlation indicated that the items all correlated 
above 0.30 (Pallant, 2010). All the corrected item-total correlations were greater than .30. 
The inter-item correlation values range from 0.38 to 0.71. This suggests a moderate to high 
relationship among the items (Pallant, 2010). None of the items were identified as 
problematic. Therefore, no items were omitted. This is depicted in Table 4.8. 
 
Inter-Item Correlation Matrix 
Items c1 c2 c3 
c1 1.000 .595 .718 
c2 .595 1.000 .765 
c3 .718 .765 1.000 
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Table 4.8 
The reliability analysis output for the Competence subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.724 .748 3 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
c4 12.19 1.678 .638 .527 .535 
c5 12.31 1.748 .626 .519 .557 
c6 12.73 1.565 .421 .178 .832 
 
Inter-Item Correlation Matrix 
Items c4 c5 c6 
    
c4 1.000 .713 .399 
c5 .713 1.000 .381 
c6 .399 .381 1.000 
 
 
 
4.3.3.3 Self-determination 
The Self-determination subscale had a reliability coefficient of α = 0.81 which is quite good 
(Nunnally, 1967). The items of this subscale correlated above 0.30 within the corrected 
item-total correlation (Pallant, 2010). The inter-item correlation values range from 0.38 to 
0.71. This suggests quite a strong relationship among items (Pallant, 2010). None of the 
items were identified as problematic. Therefore, no items were deleted. This is depicted in 
Table 4.9. 
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Table 4.9 
The reliability analysis output for the Self-determination subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.811 .811 3 
 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
c7 11.26 5.974 .591 .367 .811 
c8 11.29 4.504 .744 .556 .649 
c9 11.40 4.816 .663 .475 .740 
 
 
 
 
 
 
 
 
 
 
4.3.3.4 Impact  
The reliability coefficient for the Impact subscale is 0.93 which is high. Furthermore, the 
corrected item total correlations were above 0.50 as shown in Table 4.10. None of the items 
were excluded. The inter-item correlation values are ranging from 0.75 to 0.92. This 
suggests quite a strong relationship among the items (Pallant, 2010). The output is shown in 
Table 4.10. 
 
 
Inter-Item Correlation Matrix 
Items c7 c8 c9 
c7 1.000 .713 .399 
c8 .713 1.000 .381 
c9 .399 .381 1.000 
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Table 4.10 
The reliability analysis output for the Impact subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.934 .934 3 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
c10 10.28 9.131 .793 .647 .959 
c11 10.63 7.572 .886 .849 .886 
c12 10.64 7.193 .926 .878 .853 
 
 
 
 
 
 
 
 
 
 
4.3.4 Item analysis of the Job Satisfaction Scale (JSS)  
The Job Satisfaction Scale (JSS) developed by Warr, Cook and Wall (1979) comprises of 15 
quantitative items indicative of underlying intrinsic and extrinsic factors related to job 
satisfaction. A study conducted by Heritage et al. (2015) made it clear that this instrument 
can be used as a 3 factor model (Job itself, Working Conditions and Employee Relations), 2 
Inter-Item Correlation Matrix 
Items c10 c11 c12 
c10 1.000 .749 .804 
c11 .749 1.000 .921 
c12 .804 .921 1.000 
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factor model (Intrinsic and Extrinsic Factors) or a uni-dimensional scale. For this study, we 
tested reliability as a 3-factor scale.   
 
4.3.4.1 Job itself   
The Cronbach Alpha for the Job itself subscale is 0.80 which is good (Nunnally & Bernstein, 
1994).  The corrected item total correlation reveals that the items for this dimension 
correlated above 0.50 with each other. None of the items were found to be problematic, 
thus no items were deleted. The inter-item correlation values are ranging from 0.39 to 0.58. 
This indicates that the item correlations are moderately strong (Pallant, 2010). No items 
were therefore deleted. This is presented in Table 4.11. 
Table 4.11 
The reliability analysis output for the Job itself subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.795 .795 4 
 
 
 
Item-Total Statistics 
Items Scale Mean if Item 
Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-
Total Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha 
if Item Deleted 
d2 14.41 14.056 .669 .448 .715 
d6 14.56 14.694 .616 .413 .741 
d8 14.75 14.147 .529 .304 .786 
d14 14.87 13.558 .625 .416 .735 
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Inter-Item Correlation Matrix 
Items d2 d6 d8 d14 
d2 1.000 .545 .523 .537 
d6 .545 1.000 .388 .576 
d8 .523 .388 1.000 .419 
d14 .537 .576 .419 1.000 
 
 
4.3.4.2 Working Conditions    
The internal consistency for the Working Conditions subscale is to some extent poor with a 
coefficient of 0.70. It is acceptable, according to Nunnally and Bernstein (1994). The 
corrected item-total correlations are all above 0.30 with the exception of item d15 which is 
marginally below 0.30. If the item were to be deleted it would not significantly enhance the 
Cronbach Alpha. The inter-item correlation values are ranging from 0.15 to 0.56. This 
indicates a low to moderate correlation among items (Pallant, 2010). This is depicted in 
Table 4.12. 
 
Table 4.12 
The reliability analysis output for the Working Conditions subscale 
 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.698 .717 5 
 
 
Item-Total Statistics 
Items Scale Mean if Item 
Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-
Total Correlation 
Squared Multiple 
Correlation 
Cronbach's Alpha 
if Item Deleted 
d1 19.40 23.351 .490 .288 .635 
d3 18.49 24.697 .552 .363 .625 
d5 18.80 21.736 .556 .386 .605 
d13 19.34 21.653 .451 .227 .653 
d15 19.32 24.167 .295 .105 .724 
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Inter-Item Correlation Matrix 
Items d1 d3 d5 d13 d15 
d1 1.000 .392 .437 .415 .153 
d3 .392 1.000 .558 .304 .289 
d5 .437 .558 1.000 .359 .237 
d13 .415 .304 .359 1.000 .214 
d15 .153 .289 .237 .214 1.000 
 
 
4.3.4.3 Employee Relations 
The Employee Relations subscale had a reliability coefficient of α = 0.86 which is quite good 
(Nunnally, 1967). The items of this subscale correlated above 0.30 within the corrected 
item-total correlation (Pallant, 2010). The inter-item correlation values range from 0.27 to 
0.69. This suggests quite a strong relationship among items (Pallant, 2010). None of the 
items were identified as problematic. Therefore, no items were deleted. This is depicted in 
Table 4.13. 
Table 4.13 
The reliability analysis output for the Employee Relations subscale 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.855 .857 6 
 
Item-Total Statistics 
Items Scale Mean if 
Item Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-
Total Correlation 
Squared Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
d4 19.90 49.188 .672 .560 .826 
d7 21.74 53.023 .472 .307 .862 
d9 20.37 48.602 .705 .537 .820 
d10 21.11 49.150 .601 .410 .840 
d11 19.92 48.285 .694 .604 .821 
d12 20.35 48.684 .731 .597 .815 
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4.3.5 Item analysis of the Organisational Citizenship Behaviour (OCB) Questionnaire  
The OCB questionnaire developed by Organ (1988) includes 24 items measuring 5 
dimensions (altruism, conscientiousness, sportsmanship, courtesy and civic virtue). The item 
analysis was performed for each of the 5 subscales separately.  
 
4.3.5.1 Altruism 
The Cronbach Alpha for the Altruism subscale is 0.77 which is good (Nunnally & Bernstein, 
1994).  The corrected item total correlation reveals that the items for this dimension 
correlated above 0.30 with each other. None of the items were found to be problematic, 
thus no items were deleted. The inter-item correlation values are ranging from 0.27 to 0.57. 
This indicates that the item correlations are moderately strong (Pallant, 2010). No items 
were therefore deleted. This is presented in Table 4.14. 
Table 4.14 
The reliability analysis output for the Altruism subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.765 .795 5 
 
 
Inter-Item Correlation Matrix 
Items d4 d7 d9 d10 d11 d12 
d4 1.000 .333 .496 .414 .686 .669 
d7 .333 1.000 .410 .513 .269 .362 
d9 .496 .410 1.000 .537 .619 .635 
d10 .414 .513 .537 1.000 .430 .451 
d11 .686 .269 .619 .430 1.000 .672 
d12 .669 .362 .635 .451 .672 1.000 
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Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
g1 22.59 10.561 .621 .425 .743 
g10 22.06 12.947 .451 .272 .794 
g13 22.64 10.558 .592 .384 .753 
g15 22.60 10.678 .628 .420 .741 
g23 22.61 10.328 .604 .402 .749 
 
 Inter-Item Correlation Matrix 
Items g1 g10 g13 g15 g23 
g1 1.000 .487 .519 .435 .443 
g10 .487 1.000 .268 .372 .299 
g13 .519 .268 1.000 .487 .486 
g15 .435 .372 .487 1.000 .573 
g23 .443 .299 .486 .573 1.000 
 
 
4.3.5.2 Conscientiousness  
The Cronbach Alpha for the Conscientiousness subscale is 0.69 which is marginally below the 
acceptable level of α = 0.70 (Nunnally & Bernstein, 1994). The corrected item-total 
correlation was above 0.30 for all items which mean that if items were to be excluded it 
would not significantly increase the reliability coefficient. The inter-item correlation values 
are ranging from 0.14 to 0.54. This indicates a low to moderately strong correlation among 
items (Pallant, 2010). This is depicted in Table 4.15. 
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Table 4.15 
The reliability analysis output for the Conscientiousness subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.687 .717 5 
 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
g3 24.26 8.320 .636 .480 .594 
g18 24.64 7.548 .459 .273 .629 
g21 24.59 7.045 .411 .195 .661 
g22 24.54 7.101 .460 .232 .631 
g24 24.75 8.813 .357 .295 .670 
 
 Inter-Item Correlation Matrix 
Items g3 g18 g21 g22 g24 
g3 1.000 .481 .326 .423 .539 
g18 .481 1.000 .339 .291 .222 
g21 .326 .339 1.000 .348 .141 
g22 .423 .291 .348 1.000 .253 
g24 .539 .222 .141 .253 1.000 
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4.3.5.3 Sportsmanship 
The internal consistency for the Sportsmanship subscale is 0.85 which is acceptable 
(Nunnally & Bernstein, 1994). The corrected item-total correlations are above 0.30 for all 
items which means that if items were to be deleted it would not significantly enhance the 
Cronbach Alpha. The inter-item correlation values are ranging from 0.34 to 0.69. This 
indicates a reasonably strong correlation among items (Pallant, 2010). This is depicted in 
Table 4.16. 
 
Table 4.16 
The reliability analysis output for the Sportsmanship subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.845 .845 5 
 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
gR5 22.03 28.925 .698 .522 .801 
gR2 22.63 29.066 .525 .323 .856 
gR7 21.53 29.646 .788 .637 .785 
gR19 22.00 30.153 .614 .448 .824 
gR16 21.88 28.703 .693 .551 .802 
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 Inter-Item Correlation Matrix 
Items gR5 gR2 gR7 gR19 gR16 
gR5 1.000 .523 .685 .482 .556 
gR2 .523 1.000 .520 .335 .390 
gR7 .685 .520 1.000 .592 .683 
gR19 .482 .335 .592 1.000 .629 
gR16 .556 .390 .683 .629 1.000 
 
 
4.3.5.4 Courtesy 
The Cronbach Alpha for the Courtesy subscale is 0.78 which is acceptable (Nunnally & 
Bernstein, 1994).  The corrected item total correlation indicates that the items for this 
dimension correlated above 0.30 (see Table 4.17). None of the items were flagged to be 
problematic, thus no items were omitted. The inter-item correlation values are ranging from 
0.24 to 0.71. This indicates that the item correlations are reasonably strong (Pallant, 2010). 
This is shown in Table 4.17. 
 
Table 4.17 
The reliability analysis output for the Courtesy subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.777 .832 5 
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Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
g4 24.03 16.835 .406 .193 .852 
g8 23.15 19.216 .637 .459 .708 
g14 22.85 19.226 .744 .662 .680 
g17 22.87 20.924 .636 .523 .718 
g20 22.70 22.637 .605 .566 .738 
 
 Inter-Item Correlation Matrix 
Items g4 g8 g14 g17 g20 
g4 1.000 .402 .384 .303 .240 
g8 .402 1.000 .647 .516 .458 
g14 .384 .647 1.000 .660 .706 
g17 .303 .516 .660 1.000 .656 
g20 .240 .458 .706 .656 1.000 
 
4.3.5.5 Civic Virtue 
The reliability statistics indicate that the Cronbach Alpha for the Civic Virtue subscale is 0.82 
which is good (Nunnally & Bernstein, 1994).  The corrected item total correlation indicates 
that the items for this dimension correlated above 0.30 with each other (see Table 4.18). 
None of the items were flagged to be problematic, thus no items were deleted. The inter-
item correlation values are ranging from 0.41 to 0.65. This indicates that the item 
correlations are reasonably strong (Pallant, 2010). This is shown in Table 4.18. 
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Table 4.18 
The reliability analysis output for the Civic Virtue subscale 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items 
N of 
Items 
.815 .818 4 
 
 
Item-Total Statistics 
Items Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
g6 16.77 10.991 .546 .337 .807 
g9 17.11 8.592 .679 .483 .746 
g11 17.18 8.179 .685 .517 .746 
g12 16.86 10.020 .661 .458 .759 
 
 Inter-Item Correlation Matrix 
Items g6 g9 g11 g12 
g6 1.000 .483 .408 .524 
g9 .483 1.000 .649 .513 
g11 .408 .649 1.000 .599 
g12 .524 .513 .599 1.000 
 
4.4 DIMENSIONALITY ANALYSIS 
 
This section reports on the Exploratory Factor Analysis (EFA) of the measurement 
instruments used in this research study. The key purpose of this section is to examine if the 
subscales are uni-dimensional. The uni-dimensionality assumption is important when 
creating parcels for the overall measurement and structural model since there are many 
items in comparison with the sample size. 
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4.4.1 Dimensional Analysis of the Servant Leadership Questionnaire (SLQ) 
 
4.4.1.1 The dimensionality analysis output for the Altruistic Calling subscale 
The Altruistic Calling subscale achieved a Kaiser-Meyer-Olkin measure of sampling adequacy 
value of 0.825 and the Bartlett’s Test of Sphericity was 769.215 (df = 6, p = 0.000). This 
indicates that factor analysis can be conducted.  The extraction of factors was based on the 
rule of eigenvalues greater than 1. The subscale was found to be uni-dimensional and the 
dominant factor accounts for approximately 85 percent of the variance. The factor loadings 
are all above 0.50 which indicates that the items are good items (Pallant, 2010).  
 
 
Table 4.19 
Factor Matrix for the Altruistic Calling subscale 
 
 
 
 
 
 
4.4.1.2 The dimensionality analysis output for the Emotional Healing subscale 
The Emotional Healing subscale achieved a Kaiser-Meyer-Olkin measure of sampling 
adequacy value of 0.867 and the Bartlett’s Test of Sphericity was 867.748 (df = 6, p = 0.000). 
This indicates that factor analysis is permissible (Kasier as cited in Field, 2005. The subscale 
was found to be uni-dimensional and the dominant factor accounts for approximately 88 
percent of the variance. The factor loadings are all above 0.50 which indicates that the items 
are good items (Pallant, 2010).  
 
                  Factor 
b2 .896 
b3 .894 
b16 .906 
b21 .888 
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Table 4.20 
Factor Matrix for the Emotional Healing subscale 
 
 
 
 
4.4.1.3 The dimensionality analysis output for the Wisdom subscale 
The Wisdom subscale attained a Kaiser-Meyer-Olkin of 0.904 which is superb since it is 
greater than 0.80 and the Bartlett’s Test of Sphericity obtained a value of  993.536 (df = 10, 
p < 0.00). Only one factor obtained an eigenvalue greater than 1. This factor explains 83 
percent of the variance. The factor loadings are all above 0.50 (see Table 4.21). 
 
Table 4.21 
Factor Matrix for the Wisdom subscale 
 
 
 
 
 
4.4.1.4 The dimensionality analysis output for the Persuasive Mapping subscale 
The Persuasive Mapping subscale attained a Kaiser-Meyer-Olkin of 0.877 which is good since 
it is greater than 0.80 and the Bartlett’s Test of Sphericity obtained a value of  654.050 (df = 
10, p < 0.00). Only one factor obtained an eigenvalue greater than 1. This factor explains 73 
percent of the variance. The factor loadings are all above 0.50 (see Table 4.22). 
                Factor 
b4 .876 
b8 .935 
b12 .955 
b17 .895 
                  Factor  
b5 .912 
b7 .868 
b9 .910 
b13 .933 
b22 .805 
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Table 4.22 
Factor Matrix for the Persuasive Mapping subscale 
 
 
 
 
 
 
 
4.4.1.5 The dimensionality analysis output for the Organisational Stewardship subscale 
The Organisational Stewardship subscale obtained Kaiser-Meyer-Olkin value was 0.911, thus 
exceeding the recommended value of 0.60 (Tabachnick & Fidell, 2007). The Bartlett’s Test of 
Sphericity achieved a value of 1072.620 (df = 10, p < 0.00) which reached a statistical 
significance supporting the factorability of the correlation matrix. All the items loaded on 
one factor only as depicted in Table 4.23. This factor explains 85 percent of the variance.  
 
Table 4.23 
Factor Matrix for the Organisational Stewardship subscale 
 
 
 
 
 
 
 
                   Factor  
b1 .716 
b6 .853 
b10 .757 
b14 .897 
b18 .844 
                      Factor  
b11 .867 
b15 .878 
b19 .941 
b20 .923 
b23 .893 
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4.4.2 Dimensional Analysis of the Trust in the Leader Scale (LTS) 
Exploratory factor analysis shows that the Trust in the Leader scale is factor analysable as 
indicated by KMO index and the Bartlett’s Test of Sphericity values of 0.964 and 3978.710 
(df = 78; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values 
are highly acceptable and indicate the factorisability of the correlation matrix of the Trust in 
the Leader Scale. The Trust in the Leader Scale was found to be uni-dimensional. Only one 
factor with an eigenvalue greater than 1 was obtained and this factor accounted for 83.61% 
of the variance. The factor loadings are all above 0.50 which indicates that the items are 
good items (Pallant, 2010). The results are shown in Table 4.24. 
Table 4.24 
Factor Matrix for the Trust in the leader Scale  
 
 
 
 
 
 
 
 
 
 
 
                    Factor  
f1 .853 
f2 .853 
f3 .889 
f4 .928 
f5 .878 
f6 .942 
f7 .947 
f8 .933 
f9 .931 
f10 .899 
f11 .889 
f12 .920 
f13 .922 
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4.4.3 Dimensional Analysis of the Measuring Empowerment Questionnaire (MEQ) 
4.4.3.1 The dimensionality analysis output for the Meaning subscale  
Exploratory factor analysis shows that the Meaning subscale is factor analysable as 
indicated by KMO index and the Bartlett’s test of sphericity values of 0.697 and 322.961 (df 
= 3; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
satisfactory and indicate the factor analysability of the correlation matrix of the Meaning 
subscale. The Meaning subscale was found to be uni-dimensional. Only one factor with an 
eigenvalue greater than 1 was obtained and this factor accounted for 79.58% of the 
variance. The factor loadings were all above 0.50. The results are depicted in Table 4.25. 
Table 4.25 
Factor Matrix for the Meaning subscale 
 
 
 
 
 
4.4.3.2 The dimensionality analysis output for the Competence subscale  
Exploratory factor analysis was performed on the Competence subscale. The KMO index and 
the Bartlett’s test of sphericity were computed and yielded values of 0.62 and 181.050 (df = 
3; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
acceptable and shows that the correlation matrix of the Competence subscale was factor 
analysable. The Competence subscale was found to be uni-dimensional. Only one factor with 
an eigenvalue greater than 1 was obtained and this factor accounted for 67.1% of the 
variance. The factor loadings were all sustantially above 0.50, except for c6 with a value of 
0.46 . The correlation matrix showed that all correlations were larger than 0.30 and all were 
significant (p < .05).The results are shown in Table 4.26. 
                   Factor 
c1 .748 
c2 .797 
c3 .959 
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Table 4.26 
Factor Matrix for the Competence subscale 
 
                  Factor  
c4 .860 
c5 .828 
c6 .462 
 
4.4.3.3 The dimensionality analysis output for the Self-determination subscale  
The Kaiser-Meyer-Olkin measure of sampling adequacy for the Self-determination subscale 
proved to be 0.679 and the Bartlett’s Test of Sphericity 216.773 (df = 3, p < 0.00). The test 
values indicate that exploratory factor analysis could be executed on the responses of the 
Self-determination dimension. All the items loaded on one factor only as depicted in Table 
4.27. This factor explains 72.7 percent of the variance.   
 
Table 4.27 
Factor Matrix for the Self-determination subscale 
 
 
 
 
 
 
4.4.3.4 The dimensionality analysis output for the Impact subscale  
The Impact subscale obtained a Kaiser-Meyer-Olkin measure of sampling adequacy value of 
0.707 and the Bartlett’s Test of Sphericity attained a value of 585.800 (df = 3, p < 0.00). 
Therefore, there is enough evidence that the correlation matrix was factor analysable. Only 
one factor with an eigenvalue greater than one was attained. The factor matrix revealed 
               Factor  
c7 .653 
c8 .911 
c9 .748 
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that all items loaded on one factor (see Table 4.28). This factor explains 88.4 percent of the 
variance. 
 
Table 4.28 
Factor Matrix for the Impact subscale 
 
                       Factor  
c10 .809 
c11 .928 
c12 .993 
 
4.4.4 Dimensional Analysis of the Job Satisfaction Scale (JSS) 
4.4.4.1 The dimensionality analysis output for the Job itself subscale  
Exploratory factor analysis shows that the Job itself subscale is factor analysable as indicated 
by KMO index and the Bartlett’s test of sphericity values of 0.773 and 246.065 (df = 6; p = 
0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
satisfactory and indicate the factor analysability of the correlation matrix of the Job itself 
subscale. The Job itself subscale was found to be uni-dimensional. Only one factor with an 
eigenvalue greater than 1 was obtained and this factor accounted for 62.5% of the variance. 
The factor loadings were all above 0.50 .The results are depicted in Table 4.29. 
 
 
Table 4.29 
Factor Matrix for the Job itself subscale 
 
 
 
 
 
 
                       Factor  
d2 .778 
d6 .719 
d8 .599 
d14 .731 
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4.4.4.2 The dimensionality analysis output for the Working Conditions subscale  
The Working Conditions subscale achieved a KMO index value of 0.749 and the Bartlett’s 
Test of Sphericity value was 195.311 (df = 10, p = 0.000). This indicates that factor analysis 
can be conducted, as the eigenvalues were greater than 1. The subscale was found to be 
uni-dimensional and the dominant factor accounts for approximately 47.7% of the variance. 
The factor loadings are all above 0.50 which indicates that the items are good items (Pallant, 
2010). The factor matrix showed that all factor loadings were larger than .30 and all were 
significant (p < .05) except for the d15 which was below 0.50 but within the acceptable 
range. 
 
Table 4.30 
Factor Matrix for the Working Conditions subscale 
 
 
 
 
 
 
 
4.4.4.3 The dimensionality analysis output for the Employee Relations subscale  
The Employee Relations subscale achieved a KMO index value of 0.834 and the Bartlett’s 
Test of Sphericity value was 555.509 (df = 15 , p = 0.000). This indicates that a factor analysis 
can be conducted, as the eigenvalues were greater than 1. The subscale was found to be 
uni-dimensional and the dominant factor accounts for approximately 58.9% of the variance. 
The factor loadings are all above 0.30 which indicates that the items are good items (Pallant, 
2010).  
 
 
 
                Factor  
d1 .608 
d3 .692 
d5 .739 
d13 .529 
d15 .347 
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Table 4.31 
Factor Matrix for the Employee Relations subscale 
 
 
 
 
 
 
 
 
4.4.5 Dimensional Analysis of the Organisational Citizenship Behaviour (OCB) 
Questionnaire 
4.4.5.1 The dimensionality analysis output for the Altruism subscale  
Exploratory factor analysis shows that the Altruism subscale is factor analysable as indicated 
by KMO index and the Bartlett’s Test of Sphericity values of 0.779 and 294.915 (df = 10; p = 
0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
satisfactory and indicate the factor analysability of the correlation matrix of the Altruism 
subscale. The Altrusim subscale was found to be uni-dimensional. Only one factor with an 
eigenvalue greater than 1 was obtained and this factor accounted for 55.2% of the variance. 
The factor loadings were all above 0.50 .The results are depicted in Table 4.32. 
 
Table 4.32 
Factor Matrix for the Altruism subscale 
 
 
 
 
 
 
            Factor  
d4 .751 
d7 .491 
d9 .770 
d10 .626 
d11 .790 
d12 .821 
               Factor  
g1 .711 
g10 .511 
g13 .676 
g15 .719 
g23 .694 
 
 
 
 
86 | P a g e  
 
4.4.5.2 The dimensionality analysis output for the Conscientiousness subscale  
The Conscientiousness subscale achieved a KMO index value of 0.705 and the Bartlett’s Test 
of Sphericity value was 206.851 (df = 10, p = 0.000). This indicates that factor analysis can be 
conducted, as the eigenvalues were greater than 1. The subscale was found to be uni-
dimensional and the dominant factor accounts for approximately 47.4% of the variance. The 
factor loadings are all above 0.50 except for g21 with a value of 0.46 (Pallant, 2010). The 
factor matrix showed that all the factor loadings were larger than 0.30 and all were 
significant (p < .05).  
 
Table 4.33 
Factor Matrix for the Conscientiousness subscale 
 
              Factor  
g3 .860 
g18 .561 
g21 .456 
g22 .535 
g24 .509 
 
4.4.5.3 The dimensionality analysis output for the Sportsmanship subscale  
Exploratory factor analysis shows that the Sportsmanship subscale is factor analysable as 
indicated by KMO index and the Bartlett’s Test of Sphericity value of 0.835 and 453.397 (df = 
10; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
satisfactory and indicate the factor analysability of the correlation matrix of the 
Sportsmanship subscale. The Sportsmanship subscale was found to be uni-dimensional and 
the dominant factor accounts for approximately for 63.6% of the variance. The factor 
loadings were all above 0.50. The results are shown in Table 4.34. 
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Table 4.34 
Factor Matrix for the Sportsmanship subscale 
 
 
 
 
 
 
4.4.5.4 The dimensionality analysis output for the Courtesy subscale  
The Courtesy subscale attained a KMO index value of 0.804 which is good since it is greater 
than 0.50. In addition, the Bartlett’s Test of Sphericity yielded a value of 435.687 (df = 10, p 
= 0.000) indicating that factor analysis can be conducted. The Courtesy subscale was found 
to be uni-dimensional and the dominant factor accounts for approximately for 60.9% of the 
variance. The factor loadings were all above 0.50 except for g4 which was marginally below 
0.50.  The results are shown in Table 4.35. 
 
Table 4.35 
Factor Matrix for the Courtesy subscale 
 
 
 
 
 
 
4.4.5.5 The dimensionality analysis output for the Civic Virtue subscale  
Exploratory factor analysis shows that the Civic Virtue subscale is factor analysable as 
indicated by KMO index and the Bartlett’s Test of Sphericity value of 0.749 and 288.455 (df = 
6; p = 0.000) respectively. According to Kaiser (as cited in Fields, 2005), these values are 
             Factor  
gR5 .763 
gR2 .571 
gR7 .885 
gR19 .685 
gR16 .778 
             Factor  
g4 .422 
g8 .694 
g14 .906 
g17 .770 
g20 .755 
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satisfactory and indicate the factor analysability of the correlation matrix of the Civic Cirtue 
subscale. The Civic Virtue subscale was found to be uni-dimensional and the dominant factor 
accounts for approximately for 64.8% of the variance. The factor loadings were all above 
0.50. The results are shown in Table 4.36 
 
Table 4.36 
Factor Matrix for the Civic Virtue subscale 
 
 
 
 
 
 
4.5 THE OVERALL MEASUREMENT MODEL FIT 
 
The key objective of examining a model’s overall goodness of fit is to ascertain the degree to 
which the entire model is consistent with the empirical data (Diamantopoulus & Siguaw, 
2000 as cited in Mahembe, 2013). The measurement model represents the relationship 
between the latent constructs (servant leadership, trust, psychological empowerment, job 
satisfaction and organisational citizenship behaviour) and its corresponding manifest 
indicators while the structural model describes the relationships between the latent 
constructs themselves. The statistical programme, LISREL 8.80, was utilised to execute the 
confirmatory factor analysis on the overall measurement model to determine the goodness 
of fit. The Robust Maximum Likelihood estimation method was used to produce the 
estimates.  
 
Furthermore, the method of item parcelling was used based on the manifest variables of 
each of the latent constructs in this research study. This involved combining individual items 
into small groups of items within scales and subscales (Holt, 2004). In terms of servant 
leadership, psychological empowerment, job satisfaction and OCB, the parcels were created 
                  Factor  
g6 .614 
g9 .765 
g11 .784 
g12 .751 
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using the items forming each of the uni-dimensional subscales of that particular construct.  
In the case of the Trust in the Leader Scale, since it is a uni-dimensional scale, two random 
samples were created through the random parcelling approach.  
 
A variety of fit statistics are used to assess the goodness of fit for the overall measurement 
model. Table 4.37 provides a summary of the fit indices.  The Root Mean Square Error of 
Approximation (RMSEA) value is 0.0774 which indicates a reasonable model fit. RMSEA 
values below 0.05 indicate good model fit; values between 0.05 and 0.08 indicate 
reasonable fit while those above 0.08 indicate poor model fit (Diamantopoulos & Siguaw, 
2000).  
 
The Root Mean Squared Residual (RMR) and the standardised RMR values are 0.0806 and 
0.0582 respectively which creates some uncertainty as to the closeness of fit. The 
standardised RMR value marginally misses the 0.55 level indicative of good model fit.  
 
The GFI and AGFI values of .85 and .80 respectively, miss the 0.90 level indicative of good 
model fit. The statistics of the NFI, NNFI, CFI, IFI and RFI values are 0.95, 0.97, 0.97, 0.97 and 
0.94 respectively (see Table 4.37). These indices generally indicate a reasonable fit over the 
independence model as acceptable values are above 0.90. The measurement model path 
diagram is depicted in Figure 4.1. 
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Table 4.37 
Goodness-of-Fit statistics for the overall measurement model 
 
Fit index Value 
Degrees of Freedom 142 
Satorra-Bentler Scaled Chi-Square 313.685 (P = 0.0) 
Chi-square corrected for Non-Normality  1659.408 (P = 0.0) 
Root Mean Square Error of Approximation (RMSEA) 0.0774 
90 Percent Confidence Interval for RMSEA (0.0658; 0.0889) 
P-Value for Test of Close Fit (RMSEA < 0.05) 0.000 
Normed Fit Index (NFI) 0.952 
Non-Normed Fit Index (NNFI)   0.967 
Parsimony Normed Fit Index (PNFI)   0.790 
Comparative Fit Index (CFI)   0.973 
Incremental Fit Index (IFI)  0.973 
Relative Fit Index (RFI)  0.942 
Critical N (CN)  119.564 
Root Mean Square Residual (RMR)   0.0806 
Standardised RMR   0.0582 
Goodness of Fit Index (GFI)  0.848 
Adjusted Goodness of Fit Index (AGFI)   0.797 
Parsimony Goodness of Fit Index (PGFI)  0.634 
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Figure 4.1 
The Measurement model 
 
 
 
4.5.1 The completely standardised solution factor loading matrix   
The values in Table 4.38 depict the completely standardised solution factor loading matrix, 
which represent the regression slopes of the regression of the standardised indicator 
variables on the standardised latent variables. According to Diamantopoulus and Siguaw 
(2000), the completely standardised factor loadings show the change expressed in standard 
deviations in the manifested variable related with one standard deviation change in the 
latent variable.  In this study, the standardised factor loadings appear to be significantly 
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above 0.50 with the exception of the courtesy subscale (0.445) and the sportsmanship 
subscale (0.233). These two subscales were low in comparison to the other completely 
standardised item parcel values (see Table 4.38).  
 
Table 4.38 
Completely standardised lambda-X matrix for the item parcels  
 
               SL                       PSYEMP                  TRUST                       OCB                      JS    
            --------   --------   --------   --------   -------- 
      ALT      0.924       - -        - -        - -        - -  
       PM      0.846       - -        - -        - -        - -  
      WIS      0.949       - -        - -        - -        - -  
      EMO      0.789       - -        - -        - -        - -  
    ORGST      0.837       - -        - -        - -        - -  
    MEANI       - -       0.517       - -        - -        - -  
     COMP       - -       0.627       - -        - -        - -  
    SELFD       - -       0.724       - -        - -        - -  
   IMPACT       - -       0.713       - -        - -        - -  
   TRST_1       - -        - -       0.995       - -        - -  
   TRST_2       - -        - -       0.951       - -        - -  
   SPORTS       - -        - -        - -       0.233       - -  
    ALTOC       - -        - -        - -       0.710       - -  
    CONSC       - -        - -        - -       0.759       - -  
    COURT       - -        - -        - -       0.445       - -  
  CVIRTUE       - -        - -        - -       0.585       - -  
      JOB       - -        - -        - -        - -       0.878 
    WCOND       - -        - -        - -        - -       0.854 
   EMPREL       - -        - -        - -        - -       0.823 
 
 
 
 
 
 
 
93 | P a g e  
 
4.6 GOODNESS OF FIT FOR THE STRUCTURAL MODEL  
 
The structural model describes the relationships between the latent variables themselves 
and represents the amount of unexplained variance. In addition, it is of paramount 
importance to focus on the relationships between independent and dependent variables 
with the objective of determining the fit between the hypothesised relationships and the 
existing data.   
 
To determine the fit of the structural model the LISREL programme, version 8.80, was used. 
The Robust Maximum Likelihood estimation was used to yield the estimates. A full spectrum 
of the indices are presented in Table 4.39 and the path diagram of the fitted measurement 
model is represented in Figure 4.2. 
 
Figure 4.2 
The Structural model 
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Table 4.39 
Goodness-of-Fit statistics for the structural model 
 
Fit index Value 
Degrees of Freedom 144 
Satorra-Bentler Scaled Chi-Square 321.451 (P = 0.0) 
Chi-square corrected for Non-Normality  2117.495 (P = 0.0) 
Root Mean Square Error of Approximation (RMSEA) 0.0781 
90 Percent Confidence Interval for RMSEA (0.0667; 0.0896) 
P-Value for Test of Close Fit (RMSEA < 0.05) 0.000 
Normed Fit Index (NFI) 0.950 
Non-Normed Fit Index (NNFI)   0.967 
Parsimony Normed Fit Index (PNFI)   0.800 
Comparative Fit Index (CFI)   0.972 
Incremental Fit Index (IFI)  0.972 
Relative Fit Index (RFI)  0.941 
Critical N (CN)  118.130 
Root Mean Square Residual (RMR)   0.0834 
Standardised RMR   0.0595 
Goodness of Fit Index (GFI)  0.845 
Adjusted Goodness of Fit Index (AGFI)   0.796 
Parsimony Goodness of Fit Index (PGFI)  0.641 
 
 
The RMSEA value for the structural model is 0.0781 which reveals that reasonable fit exists. 
The RMR and standardised RMR values are 0.0834 and 0.0595 respectively which are above 
0.05 which raises some doubts regarding the closeness of fit. The GFI = 0.845 and AGFI = 
0.796, missed the 0.90 level indicative of good model fit. The values for Normed Fit Index 
(NFI) = 0.95, Non-Normed Fit Index (NNFI) = 0.967, Comparative Fit Index (CFI) = 0.972, 
Incremental Fit Index (IFI) = 0.972 and Relative Fit Index (RFI) = 0.941 (see Table 4.39),   
generally indicate a reasonable fit over the independent model as acceptable value for 
these indices are above 0.90.  
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4.6.1 Parameter estimates 
The purpose of evaluating the structural model is to establish whether the theoretical 
relationships stated at the conceptualisation stage are substantiated by the empirical data.  
At this stage the focus is on the relationships between the independent and dependent 
variables.  The process of evaluating the structural model involves an in-depth analysis of 
the freed elements of the gamma (γ) and beta (β) matrices. Firstly, it is imperative to 
evaluate the signs of the parameters signifying the paths between the latent variables. This 
is to determine the degree of consistence with the nature of the causal effect hypothesised 
to exist between the latent variables. Secondly, it is vital to ascertain whether the 
parameter estimates are significant (p<0.05) as indicated by t-values greater than 1.96.   
 
Table 4.40 
 
The beta matrix 
 
BETA         
 
              PSYEMP        OCB         JS      TRUST    
            --------   --------   --------   -------- 
   PSYEMP       - -        - -        - -        - -  
      OCB      0.688       - -      -0.082       - -  
             (0.289)               (0.159) 
               2.381                -0.513 
       JS      0.320       - -        - -        - -  
             (0.086) 
               3.734 
    TRUST      0.173       - -        - -        - -  
             (0.079) 
               2.193 
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Table 4.41 
 
The gamma matrix 
 
         GAMMA       
 
                  SL    
            -------- 
   PSYEMP      0.540 
             (0.102) 
               5.309 
      OCB      0.161 
             (0.173) 
               0.928 
       JS      0.628 
             (0.068) 
               9.177 
    TRUST      0.737 
             (0.068) 
              10.819 
 
Hypothesis one: Servant leadership affects trust 
 
A very strong significant positive relationship exists between servant leadership and trust 
(t=10.819, p<0.05). This finding suggests that the proposed relationship between servant 
leadership and trust was supported.  
 
Hypothesis two: Servant leadership affects psychological empowerment 
 
The t-value (t=5.309) of the link between servant leadership and psychological 
empowerment is greater than 1.96. A significant (p < 0.05) positive relationship is therefore 
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evident between these two constructs, which suggests that the proposed relationship 
between servant leadership and psychological empowerment was supported.  
 
Hypothesis three: Servant leadership affects job satisfaction 
 
A very strong significant relationship exists between servant leadership and job satisfaction 
(t=9.177, p<0.05). This finding indicates that the proposed relationship between servant 
leadership and job satisfaction was supported.  
 
Hypothesis four: Servant leadership affects OCB 
 
The t-value of the link between servant leadership and OCB is less than 1.96, leading to the 
observation that there is no significant relationship between servant leadership and OCB 
(t=0.928, p<0.05). A non-significant relationship is therefore evident between these two 
constructs, which suggests that the proposed relationship between these two latent 
variables was not supported. 
 
Hypothesis five: Psychological empowerment affects trust  
 
There is a statistically significant relationship between psychological empowerment and 
trust (t=2.193, p<0.05). This finding suggests that the proposed relationship between these 
two variables exist.   
 
Hypothesis six: Psychological empowerment affects job satisfaction  
 
The t-value for the connection between psychological empowerment and job satisfaction is 
(t= 3.734, p<0.05) which is greater than 1.96, which states that a significant positive 
relationship exists between these two variables.    
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Hypothesis seven: Psychological empowerment affects OCB 
 
There is a statistically significant relationship between psychological empowerment and OCB 
(t=2.381, p<0.05). This finding suggests that the proposed relationship between these two 
variables exist.   
 
Hypothesis eight: Job satisfaction affects OCB 
 
The t-value of the link between job satisfaction and OCB is less than 1.96 (t=-0.513, p<0.05). 
This finding suggest that job satisfaction had a very weak negative affect on OCB. Thus, the 
proposed relationship between these two latent variables was not supported. 
 
4.7. CONCLUSION  
 
The purpose of this chapter was to present the results of the statistical analyses achieved 
through the statistical packages namely, SPSS (version 23) and LISREL (version 8.80). Item 
and dimensional analyses were performed on the data to identify poor items. The overall 
measurement model was assessed using the method of item parcelling. Both the 
measurement and structural models were found to fit the data reasonably well. The results 
indicated a positive and significant relationship between all the latent variables, with the 
exception of the relationship between servant leadership and OCB and job satisfaction and 
OCB, which indicated a non-significant relationship.  
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CHAPTER FIVE 
DISCUSSION OF RESEARCH RESULTS AND RECOMMENDATIONS FOR FUTURE RESEARCH 
 
5.1 INTRODUCTION   
 
The preceding chapters provided an overview of the research problem, the review of 
literature on the studies conducted to-date using the latent variables (servant leadership, 
trust, psychological empowerment, job satisfaction and OCB) used in the current study, and 
the research methodology used to conduct this research study. The results of the present 
study were presented in chapter four. In this chapter the findings presented in chapter four 
are discussed in detail, the limitations of the study as well as the practical implications of the 
findings are provided. The direction for future studies is also presented.   
 
 The present study purported to answer the question, what is the influence of  servant 
leadership on trust, psychological empowerment, job satisfaction and OCB amongst 
teachers at selected schools in the Western Cape Province? The particular objectives of the 
study consequently were to (1) develop an explanatory structural model that explains the 
manner in which servant leadership influences trust, psychological empowerment, job 
satisfaction and OCB, and evaluate the significance of the hypothesised paths in the model, 
(2) assess the model’s absolute fit of the theoretical model.  
 
5.2 ASSESSMENT OF MODEL FIT 
 
5.2.1 Measurement model 
The measurement model fit tests the degree to which a hypothesised model fits the data 
and provides evidence and information of the manifested indicators regarding their degree 
to which they represent the latent variables under investigation (Diamantopoulus & Siguaw, 
2000).  
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In terms of the measurement model fit, the RMSEA for closeness of fit for the overall 
measurement model value of 0.0774 indicates a reasonable fit. The p value H0: RMSEA < 
0.05). Table 4.37 provides a summary of the fit indices.  The RMR and standardised RMR 
values are 0.0806 and 0.0582 respectively; these values are significantly greater than .05 
indicating lack of good model fit.   
  
The GFI and AGFI values of 0.85 and 0.80 respectively, miss the 0.90 level indicative of good 
model fit. The statistics of the NFI, NNFI, CFI, IFI and RFI values are 0.95, 0.97, 0.97, 0.97 and 
0.94 respectively (see Table 4.37). These indices generally indicate a reasonable fit over the 
independence model as acceptable values are above 0.90. Therefore, it can be concluded 
that the measurement model shows acceptable or reasonable model fit. 
 
 
5.2.2 Structural model 
The purpose of evaluating the structural model is to establish whether the theoretical 
relationships stated at the conceptualisation stage are substantiated by the empirical data.  
The structural part of the model explains the casual and relational links among the 
dependent and independent variables (Kenny, 2011).  
 
The RMSEA value for the structural model is 0.0781 which reveals that reasonable fit exists. 
The RMR and standardised RMR values are 0.0834 and 0.0595 respectively which are above 
0.05 which raises some doubts regarding the closeness of fit. The GFI = 0.845 and AGFI = 
0.796, missed the 0.90 level indicative of good model fit. The values for Normed Fit Index 
(NFI) = 0.95, Non-Normed Fit Index (NNFI) = 0.967, Comparative Fit Index (CFI) = 0.972, 
Incremental Fit Index (IFI) = 0.972 and Relative Fit Index (RFI) = 0.941 indicate good model fit 
(see Table 4.39),  and generally indicate acceptable fit over the independent model as 
acceptable value for these indices are above 0.90.  
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5.3 ASSESSMENT OF MODEL HYPOTHESES 
 
The results regarding the eight hypotheses will now be discussed.  
 
Hypothesis one: Servant leadership affects trust 
 
A strong significant positive relationship exists between servant leadership and trust 
(t=10.819, p<0.05) as the t-value is greater than 1.96. This finding suggests that the 
proposed relationship between servant leadership and trust was supported.  
 
This is consistent with the results obtained by Dannhauser and Boshoff (2007) who collected 
data from 417 sales persons from 100 dealerships operated by an automobile retailer in 
South Africa. Results obtained by Du Plessis et al. (2015) indicated a significant positive 
relationship between servant leadership and trust among 154 employees from the media 
and pharmaceutical industry. Additionally, Chinomona (2013) who collected data from 151 
South African consumers in the Gauteng Province in South Africa found that servant 
leadership strongly and positively correlates with trust.  
 
Furthermore, Shahzad et al. (2013) conducted a study at four public sector universities in 
Islambad, to examine the relationship between servant leadership and OCB along with the 
mediating effect of trust on servant leadership and OCB relationship.  The sample consisted 
of 345 full-time faculty members. The results indicate that trust partially mediates positively 
between servant leadership and OCB.  
   
Hypothesis two: Servant leadership affects psychological empowerment 
 
The t-value (t=5.309) of the link between servant leadership and psychological 
empowerment is greater than 1.96. A significant (p < 0.05) positive relationship is therefore 
evident between these two constructs, which suggests that the proposed relationship 
between servant leadership and psychological empowerment was supported.  
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This is consistent with the findings reported by Van Winkle et al. (2014) in a study involving 
116 employees of small businesses working in the United States of America. The 
confirmation of the relationship is not surprising given the understanding that servant 
leadership incorporates ideals of empowerment and is at the heart of servant leadership 
(Patterson, 2003). A research study aimed at understanding the relationship between 
servant leadership and employee empowerment was conducted by Krog and Govender 
(2015) on a sample of 48 project managers in a medium sized fleet management 
organisation. The results revealed that persuasive mapping has the strongest influence on 
employee empowerment in comparison to altruistic calling, emotional healing, wisdom and 
organisational stewardship. Conversely, wisdom has a negative and insignificant effect on 
employee empowerment whilst organisational stewardship has a negative effect and 
emotional healing an insignificant influence.  
  
Hypothesis three: Servant leadership affects job satisfaction 
 
A very strong significant relationship exists between servant leadership and job satisfaction 
(t=9.177, p<0.05). This finding indicates that the proposed relationship between servant 
leadership and job satisfaction was supported.  
 
Similar findings are reported by Khajepour, Yeganeh, and Hashemi (2016) where the results 
indicated a direct positive effect of servant leadership on job satisfaction. In addition, a 
study conducted by Ding, Lu, Song and Lu (2012) on a sample of 186 MBA students of the 
Chinese University of Science and Technology, revealed that servant leadership possesses a 
significant positive correlation with employee satisfaction and with employee loyalty.  
 
Furthermore, in a study conducted by McCann, Graves and Cox (2014) on a sample of 219 
from 10 community hospitals, revealed that servant leadership and job satisfaction are 
strongly correlated.  Servant leadership is conducive to greater organizational productivity,  
thus increasing profits  and consequently improving job satisfaction.  
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Hypothesis four: Servant leadership affects OCB 
 
The t-value of the link between servant leadership and OCB is less than 1.96, leading to the 
observation that there is no significant relationship between servant leadership and OCB 
(t=0.928, p<0.05). A non-significant relationship is therefore evident between these two 
constructs, which suggests that the proposed relationship between these two latent 
variables was not supported. 
 
This result is surprising, since previous research studies have reported the positive influence 
and significant relationship of supportive and value-based leadership styles on citizenship 
behaviour (Mahembe & Engelbrecht, 2014; Podsakoff, Mackenzieet al., 2000; Shahzad et al., 
2013).  
 
Hypothesis five: Psychological empowerment affects trust  
 
There is a statistically significant relationship between psychological empowerment and 
trust (t=2.193, p<0.05). This finding suggests that the proposed relationship between these 
two variables exist.   
 
Perry (2004) reported that empowerment is a significant predictor of supervisor trust 
amongst other predictors such as credibility, decision participation and feedback. A study 
conducted by Ergeneli, Ari and Metin (2007) supports this results as the findings revealed a  
significant relationship between cognition-based trust in immediate managers and overall 
psychological empowerment. However, the findings of this study further revealed that there 
is no significant relationship between any type of trust in immediate manager and self-
determination. Results emanating from Chan, Taylor and Markham (2008) support the 
findings of this study, as it indicated that subordinate’s trust in their supervisors fully 
mediates the relationship between information support, political support and psychological 
empowerment.  
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Hypothesis six: Psychological empowerment affects job satisfaction  
 
The t-value for the connection between psychological empowerment and job satisfaction is 
3.734 which is greater than 1.96, which states that a significant positive relationship exists 
between these two variables.    
 
This finding is consistent with the results in a research study conducted by Saif and Saleh 
(2013) that indicated that psychological empowerment had a significant impact on job 
satisfaction among employees. Furthermore, the findings were consistent with the findings 
of the research studies conducted by Hossein et al. (2012). Employees who perceived 
themselves as empowered felt that they had an  impact on their day-to-day activities,  were  
self-determined and independent,  had  autonomy  in terms of  the  way  in  which  they 
executed their tasks and were proud of their jobs. It is evident through observation and the 
findings that psychological empowerment has a positive effect on the job satisfaction of an 
employee.  
 
 
Hypothesis seven: Psychological empowerment affects OCB 
 
There is a statistically significant relationship between psychological empowerment and OCB 
(t=2.381, p<0.05). This finding suggests that the proposed relationship between these two 
variables exist.   
 
This is consistent with a study conducted by Chan et al. (2008) with a dyad sample of 374 
participants from a health care and educational environment. The results emanating from 
this study indicated that OCB is a significant outcome of psychological empowerment.  In 
addition, a study done by Bhatnagar and Sandhu (2005) collected data from 111 managers 
from various IT organisations in India, and found that managers who perceive psychological 
empowerment in their working environment exhibited OCB.  
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Furthermore, a research study conducted by Garg and Suri (2013) in the public banking 
sector in India, revealed that psychological empowerment and OCB are highly and 
significantly correlated to each other. More recently, Bester, Stander and van Zyl (2015) 
provided further support with results revealing that leader empowering behaviours and 
psychological empowerment significantly influences OCB.  
 
 
Hypothesis eight: Job satisfaction affects OCB 
 
The t-value of the link between job satisfaction and OCB is less than 1.96 (t=-0.513, p<0.05). 
This finding suggest that job satisfaction had a very weak negative affect on OCB. Thus, the 
proposed relationship between these two latent variables was not supported. 
 
This is in contradiction to 15 independent studies that found a significant relationship 
between job satisfaction and OCB (Organ & Lingl, 1995). Similar findings are reported by a 
study conducted by Parumsalsami (2014) that indicates a statistically significant and direct 
correlation exists between job satisfaction and OCB. However, there are a number of 
studies that agree with the results of the present study (Smith et al., 1983; Far et al., 1990). 
A number of studies show that fairness predict OCB better than job satisfaction. According 
to Schappe (1998) and Moorman (1991), job satisfaction has no impact on OCB when 
fairness measures are controlled. This can be due to the number of day-to-day challenges 
experienced by teachers such as big class sizes; high levels of pastoral care and learning 
support needs; limited parental/guardian involvement; and the influence of poverty, disease 
and crime (Chisholm, 2004). 
 
5.4 LIMITATIONS TO THE STUDY 
 
The current study was of a cross-sectional nature and the use of an availability sample 
merely provides a representation of teachers’ opinions, feelings and perceptions at a 
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particular point in time. Therefore, casual factors associated with these subjective 
experiences cannot be isolated nor can the causality of the relationships between the 
variables be determined. 
The sample size that was used was too small, hence the study cannot be generalised to the 
entire population of teachers within the Western Cape Province. In addition, only schools 
within the Western Cape were used and specifically Metro South District, thus the findings 
cannot be generalised to the entire population of teachers within the province or within 
South Africa.  A larger population may have resulted in more irrefutable results. 
Furthermore, the sample size obtained limited the type of statistical analyses that could be 
used (for example, structural equation modelling was used and not multiple regression 
analysis). In light of the above, the analysis procedure of the current study limits the extent 
of the research as all the variance amongst the constructs cannot be accounted for.  
Another shortcoming of the study is the measurement instruments used. The measuring 
instruments (questionnaires) were based on self-reporting methods. Self-report methods 
are influenced by how a teacher feels at a particular point in time and therefore, is 
subjective in nature. These subjective perceptions and opinions might not be an accurate 
reflection of the entire system at that specific point in time.  Thus, the results of the study 
population obtained may be limited in its generalisability due to the relatively small sample 
of teachers in the Western Cape Province.  
The present study only used a quantitative research methodology and qualitative methods 
could also be considered. Data was collected using only questionnaires and no other data 
collection methods such as interviews and surveys. 
Another drawback of the current study is that of data collected at a single point in time by 
making use of a single-point-in-time survey measurement. It is still widely accepted that 
measures employed in social sciences research are subject to a number of sources of error 
(MacKenzie & Podsakoff, 2012).  Data collected at a single point in time, rather than having 
a longitudinal study, may exacerbate same-source or common method bias (Arnolds & 
Boshoff, 2004; Rylander, 2003). 
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In the current study, the sample was disproportionate as the sample consisted mostly of 
female participants (71.9%).  
 
 
5.5 SUGGESTIONS FOR FUTURE RESEARCH 
 
There are opportunities that exist for future studies to expand the theoretical model by 
incorporating latent variables not included in the current study. An exploration of the 
constructs of the present study, in addition to organisational justice, emotional intelligence 
and leadership empowering behaviour within the education sector, can be explored.  
 
Future studies should also consider using larger sample sizes which would be beneficial. The 
total sample after addressing the missing values problem should not be less than the 
minimum recommended requirement of 200, in order to utilise the structural equation 
modelling technique to test hypothesised models.  Additionally, future research should 
endeavour to obtain samples from more schools in order to increase the demographic 
representativeness of the teacher population in the Western Cape and South Africa.  
 
Future research studies should consider conducting a mixed-method (quantitative and 
qualitative) approach to draw more insightful experiences from the participants. A degree of 
accuracy in the research analysis may be proven to be higher if data collection instruments 
such as observations and interviews be used in conjunction with a questionnaire 
 
5.6 PRACTICAL IMPLICATIONS  
 
The current study reported positive relationships between servant leadership and trust; 
servant leadership and psychological empowerment; and servant leadership and job 
satisfaction. The findings imply that school principals should practice servant leadership in 
order to create and develop a school environment that is conducive for teaching, learning 
and optimal functioning.  A principal’s servant leadership approach is likely to promote 
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teacher empowerment and development within a conducive learning environment, as it 
enables the principal to develop teachers to their fullest potential through mentoring and 
coaching. Therefore, sufficient time should be made available to school leaders to build 
trusting relationships when empowering teachers. Through empowering others, institutions 
are discovering that servant leadership can truly improve how organisations are developed 
and functioning, while successfully meeting organisational objectives (Focht & Ponton, 
2015). The subordinates’ perceptions of their leaders trust in them positively correlate to a 
subordinates’ performance, OCB and job satisfaction (Lester & Brower, 2003).  
 
In addition, it was found that psychological empowerment has a positive relationship with a 
teacher’s trust in their leader, job satisfaction levels as well as their OCB levels. This can be 
due to teachers feeling empowered by their school leader, thus enhancing their 
interpersonal trust. Consequently, when subordinates feel empowered and trusted, their 
job satisfaction levels are likely to be enhanced. Furthermore, when they (teachers) 
perceive that they are trusted, they will go beyond the call of duty.  
 
The relationship between servant leadership and OCB is a positive but insignificant weak 
relationship. With regards to the relationship between job satisfaction and OCB, a weak and 
negative relationship exists. This can be due to the number of day-to-day challenges 
experienced by teachers such as big class sizes; high levels of pastoral care and learning 
support needs; limited parental/guardian involvement; and the influence of poverty, disease 
and crime (Chisholm, 2004). These factors all have an impact on a teacher’s well-being and 
ability to go beyond the call of duty. Teachers’ well-being is impacted on by these negative 
stressors and may find it difficult to cope between work demands and life demands (Collet, 
2014). According to Collet (2013), female teachers indicate a higher level of stress related to 
responsibility for increased family demands. In the current study, the sample was 
disproportionate as the sample consisted mostly of female participants (71.9%).  
 
Although the positive relationships are of significant value to future researchers, however, 
the weak and negative relationships should not at all be ignored as this can help improve or 
possibly find solutions to problems experienced in the educational or corporate sector.  
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However, against the prior discussion and interpretation of the results, these results could 
be attributed mainly to the specific sample (teachers) that was used for this study. 
 
The value of this study lies in recognising and understanding the importance of servant 
leadership and its positive impact within primary and secondary education. Therefore, it can 
be concluded from the study that a servant leadership approach as a cornerstone of an 
organisational model, with psychological empowerment as a significant characteristic, 
should most likely promote a working environment that fosters trusting relationships and 
job satisfaction among subordinates. However, in the current sample it appears that the 
teachers’ attitude towards performing job duties beyond the usual is negative. In order to 
resolve this issue, a sense of pride and maturity in one’s chosen profession has to be 
developed.   
 
This study will be of value to the human resource function specifically in the formulation of 
reliable and valid psychological explanations of the behaviour of employees (teachers) and 
the implementation of appropriate interventions to ensure an effective, efficient and 
equitability improvement in the performance or behaviour of employees. In addition, the 
findings of this research study will add significance to the body of knowledge by attempting 
to give insight of the relationship of servant leadership on trust, psychological 
empowerment, job satisfaction and OCB. Furthermore, the results of this study may guide 
policy makers, departmental officials, principals and educational practitioners to take 
appropriate actions to rectify or better the working conditions of teachers. This research 
study could thus assist in the development of policies and interventions to create an 
environment or condition(s) in which teachers would be more satisfied, go beyond the call 
of duty and hopefully reduce the negative effects that job dissatisfaction has on the 
educational system and the future of learners. 
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5.7 CONCLUSION   
The role of the principal as a servant leader is vital to an academic institution such as a 
school. A principal that adopts a servant leadership approach enables teachers and the 
School Management Team (SMT) to function as a collective and potentially improve or 
create an environment conducive for governance, teaching and learning. Therefore, 
effective leadership is essential to develop good schools with teachers that trust their 
leader, are satisfied in their jobs, feel empowered and will go beyond the call of duty. A 
principal as a servant leader, including a departmental head, can shape the school’s working 
environment to provide greater opportunities for exhibiting positive behaviors and 
outcomes that are likely to promote job satisfaction and OCB.  
The hypotheses have been discussed and interpreted. The results indicated a significant and 
positive relationship between servant leadership and trust; servant leadership and 
psychological empowerment; servant leadership and job satisfaction; psychological 
empowerment and trust; psychological empowerment and job satisfaction; and 
psychological empowerment and OCB. However, there is a non-significant relationship 
between servant leadership and OCB. Additionally, the relationship between job satisfaction 
and OCB is negative and insignificant.   
The limitations, practical implications, and suggestions for future research have been 
highlighted. The findings of the present study provide some important insights for school 
principals on the influence that servant leadership has on the teachers’ perception of trust 
in the leader, psychological empowerment, job satisfaction and going beyond the call of 
duty. It is hoped that the practical implications of the present study will contribute 
immeasurably to the advancement of human potential and offers the means to personal 
growth- professionally, intellectually, emotionally and spiritually.  
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